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~—The purpose of this project was to attempt to answer the
question: Given the present state of the organizational
climate of the United States Coast Guard, the job and career
expectations of Black college students/graduates, and their
perceptions about the Coast Guard, can the Coast Guard
realistically expect to recruit and retain enough Black
officers to achieve its goal of 12 percent Black officers
within the next five years?

Information was gathered from Coast Guard officers and
Black college graduates using questionnaires and interviews.
Data was obtained from former Coast Guard officers via
telephone interviews.

The results of this project revealed the perceptions and
expectations of Black college graduates were generally higher
than all Coast Guard officers' view of the organizational
climate of the Coast Guard. Their perceptions about the Coast
Guard are generally positive. Their expectations were higher
than their perceptions. Thus the Coast Guard is perceived in
a "positive" light as a viable employer by Black college
students/graduates. However, the gap that exist between their
perceptions of the Coast Guard, their expectations, and "reality"
as perceived by Coast Guard officers must be reduced if the
Coast Guard is to recruit and retain more Black officers. If

only the gap between Black college student/graduates’
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probably recruit more Black officers; but, because nothing
would be done to reduce the gap between their expectations

and "reality," their will continue to be retention problems
caused by unfulfilled expectations7<'Thus their will continue
to be a shortage of role models and mentor for young Black
officers. If the gap between the expectations of Black college
graduates and "reality" is reduced significantly so that there

is congruence be*.reen the two, the retention of Black officers

should increase.
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I. INTRODUCTION

In 1973 Admiral Bender, then Commandant of the Coast
Guard, stated that, "We have been unsuccessful in increasing
minority representation in our officer ranks in spite of

special efforts to do so."l

Today, with only 49 Black com-
missioned officers out of approximately 4000 and 69 if you
include commissioned warrants, the same statement made by

Admiral Bender in 1973 can be made today.

A. THE RESEARCH QUESTION
This research deals with the question: Given, the present |
state of the organizational climate of the United States
Coast Guard, the job and career expectations of the Black
college students and graduates, and their perceptions about
the Coast Guard, can the Coast Guard realistically expect to
recruit and retain enough Black officers to achieve its goal
of 12 percent Black officers within the next trive years? To
answer this question, we must examine the Coast Guard along
a number of dimensions in order to gain some insight into
what the organizational climate is like. We must examine the

reasons why people leave the organization. In addition, we

lBender, C. R. "Letter of Promulgation" in Human Relations
In The Coast Guard. ©National Urban League, 1972-73,
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must examine the perceptions of the Black community about

the Coast Guard;and,we must determine what Black college
students and graduates expects of any organization that are
fortunate enought to employ their skills and talents, if we
are to recruit more Black officers through the OCS and direct
commission programs. We must then see how compatible those
perceptions and expectations are with the organizational
climate of the Coast Guard because even though technical
capabilities are essential to the success of any organization,
it is the climate of the organization that determines whether
or not and to what extent those capabilities are ever released
or channeled into productive performance. Thus climate can
contribute to or constrain the effective use of the organiza-

tion technical potential.

B. DIMENSIONS FOR ANALYSIS OF THE ORGANIZATION CLIMATE
This research examines the organizational climate of the
Coast Guard along the following dimensions: i
(1) The fair and equitable treatment of people
(2) The importance of role models and mentors
{(3) Career aspirations of officers
(4) The impact of relocation on the lives of people
(5) Supervisory leadership
{6) Training
(7) Equal opportunity and affirmative action

(8) Overall satisfaction with Coast Guard life

18
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(9) Communication

(10) Motivation of people

(11) Goal emphasis

(12) Bureaucracy and red tape

These dimensions were selected because of their demon-
strated impact on such organizational outcomes as morale,
absentism, turnover, recruiting, and performance (Friedlander
and Margulies, 1969; Evans, 1970; Dunnette, Campbell and
Hakel, 1967; Gottlieb and Bell, 1975; and Hawk, 1976).
Using these dimensions, one can then pose the questions:
(1) How do top Coast Guard leaders view the Coast Guard?;
(2) How do Black cofficers view the Coast Guard?; (3) How do
White officers view the Coast Guard?; (4) How do Black
college students/graduates perceive the Coast Guard?; (5)
Are they different, are they alike, do they view the Coast
Guard the same way?; and, (6) What do Black college students/
graduates expect in a career or job? We need to understand
the answers to these guestions if we are to develop any
valid insight into the recruiting and retention problems the
Coast Guard face with Black officers. Expectancy theory
offers a framework for us to deal with these gquestions
because it is a theory of motivation in which people are
viewed as rational thinking and reasoning beings who have

beliefs, expectations, and aspirations concerning future

events in t.aeir lives.
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One could argue, that since the Coast Guard officer ranks
areapproximately 99 percent White and the top leaders are
virtually all White, that the expectancy theories of the
Coast Guard and of White officers would be very similar or
one in the same. Put another way, one would expect the
expectancy theory of White officers to be "more like" the
expectance theory of the Cocast Guard than the expectancy
theory of Black officers. Using the same reasoning, one
could argue that: The expectancy theories of Black officers
and Black college graduates are "more like" than the expect-
ancy theories of Black college graduates and White Coast
Guard officers.

This is not an attempt to polarize the Coast Guard along
racial lines, but rather an attempt to develop some insight
into the differences that already exist, to appreciate those
differences, and use them as a basis to determine what we
want the Coast Guard to look like in the future, what's it
like now, and to develop a plan to achieve that future

desired state.

C. DEFINITION OF TERMS

In order to deal with the gquestions raised earlier,
information was gathered from Coast Guard officers using a
gquestionnaire containing 88 gquestions. Related guestions
were grouped into the same dimensions to facilitate easier
handling of the data. The dimensions chosen are defined

below.
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The motivation of people dimension consist of the responses

to questions 1l thrcugh 16 and guestions 23 through 26. It
means that through its policies and practices, the organiza=-

tion provides motivating conditions for people to contribute

their best effort.

The communication flow dimension is composed of questions 17

through 22 and question 30. This dimension means that the
information flows freely throughout the organization wvia the
chain of command and that decisions are made at those levels
having the most adequate information. All people in the
organization are aware of the problems and plans to correct

them.

The goal emphasis dimension includes gquestions 27 through 29.

It means that the organization has clear and reasonable goals
and objectives and that work is well planned and organized.

Thus, adequate time is available to do the job.

Equal Opportunity and Affirmative Action: This dimension

embodies questions 54 through 60. It refers to the extent
to which the organization ensures equal opportunity for all
versonnel, and that the organization openly and willingly

address equal opportunity issues.
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The fair and equitable treatment dimension consists of ques-

tions 25 and 31 through 34. It refers to the extent to
which the organization attempts to treat its personnel in a

manner that reflects their contribution to the organization.

The bureaucracy and red tape dimension embodies gquestions 35

through 37. It refers to the extent to which the policies,
procedures and practices of the organization are so inflexi-
ble that it is difficult for people to accomplish their

assigned tasks.

The importance of mentors and role models dimension consists

of gquestions 61 and 62. This dimension expresses the extent
to which people in the organization view the importance of

mentors and role models to one's career.

The career aspiration dimension: Questions 64 and 65 were

used to compute this dimension. It refers to the level of
achievement that people expect and/or hope to attain during
their work lifetime with an organization. For Coast Guard
officers it is expressed in terms of pay grade expected to

achieve.

The satisfaction or general satisfaction dimension as it is

sometimes referred to in this thesis contains the responses

to questions 68 through 73. It reflects the extent to which
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people within the organization are satisfied with their
supervisors, their work group members, their jobs, the
organization in general, and with their present and future

progress in the Coast Guard.

The impact of relocation on "family" life dimension is com-

posed of questions 10A through 10N. It shows the extent to

which things such as cost of living, moving and setting up

households, unreimbursed moving expenses, finding employment

f for spouse, education opportunities, family adjusting to new

environment, recreation, and entertainment facilities

create problems for individuals moving into a new area.

Question 9 provides additicnal information concerning this

dimension.

The supervisory leadership dimension consists of guestions

38 through 50. It is a measure of the supervisors' behavior
toward subordinates. It reflects the extent to which super-
visors encourage people to exchange ideas and to cooperate
with each other in order to achieve organizational goals.

In addition, it shows to what extent the supervisor set

high performance standards and encourage peop.e to give
their best efforts as well as help people to improve their

performance.
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The training dimensicon: Questions 51 through 53 make up

this dimension. This dimension expresses the extent to which
people are being trained to perform their assigned tasks. It
reflects the development of technical and leadership skills

and other facets of professional advancement.

Organization climate: It is the interaction of these dimen-

sions that create command organizational climate. Command
organizational climate refers to the conditions, policies,
and procedures within which people/work groups operates.

These conditions and policies are created for people/work
groups by other people/groups, especially those people or

groups above them in the command hierarchy. Thus, climate

can hinder or enhance organizational outcomes.

D. THESIS ORGANIZATION

The organization of this thesis is as follows: Chapter II
is a discussion of expectancy theory, what is it, various
expectancy theory models, and determinants of expectancies.
Chapter III is a review of the literature thats been con-
ducted in the areas of career development, organizational
choice, expectations, and job satisfaction and turnover.

The content of Chapter IV includes the samples, the instru-
ments used, and the methods of analysis. Chapter V contains

the results of this study while the discussion of those
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results is contained in Chapter VI. Chapter VII contains
the conclusions and recommendations that the Coast Guard

can implement to aid in recruiting and retaining more Black

officers.




II. EXPECTANCY THEORY

In order for organizations to survive and prosper in the
1980's, managers and top leaders must pay more attention to
the behavorial requirements of their organization. These
behavorial requirements include: (1) people must be attrac-
ted not only to join the orgainzation, but also to remain
with it; (2) people must perform the tasks for which they
were hired and must do it in a dependable manner; and, (3)
people must go beyond this dependable role performance and
engage in some form of creative, spontaneous, and innovative
behavior at work (Katz and Kahn, 1966). Therefore, if the
Coast Guard (as an organization) is to be effective in
achieving these requirements, it must understand the motiva-
tional needs of its people and the people it is trying to
recruit.

Several theories of motivation have been developed during
the last 40 years. These include: Maslow's Need Hiearchy
Theory (Maslow, 1943, 1954): The Achievement-Motivation
Theories of Murray and Atkinscon (Murray, 1938; Atkinson,
1964); The Motivational-Hygiene Theory of Herzberg (Herzberg,
1964); Adam's Equity-Inequity Theory (Adams, 1963); and
Expectancy Theory. However, only expectancy theory integrates

attitudes, behavior, and organizational climate into its
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model, thus making it the most useful of these models in

understanding human motivation.

A. WHAT'S AN EXPECTANCY THEORY?

Expectancy Theory is a "process" theory primarily because
it attempts to identify relationships among variables in a
dynamic state as they affect individual behavior. It is also
a cognitive theory of motivation in which individuals are
viewed as rational thinking and reasoning beings who have
beliefs, anticipations or expectations, and aspirations con-
cerning future events in their lives. This theory assumes
that human behavior is a function of interactive processes
between characteristics of the individual (such as personality
traits, attitudes, needs, and values) and their perceived
environment (which consists of such things as supervisors
leadership style, job or task requirements, and organizational
climate). Tt is this assumption about the individual-
environment that differentiates the expectancy theory from
other theories of motivation to perform.

To discuss expectancy theory further, the determinants of

performance must be examined first. Vroom (1964), Porter and

Lawler (1968), and Cummings and Schwab (1973) put forth the
argument that performance in an organizational setting
appears to be a function of at least three variables:
Motivational levels of individuals, abilities and traits, and

role perceptions. First, the individual must want to perform
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the assigned task or job; however, motivation or wanting to

do the job is not enough to ensure that the job gets done.

A person must have the necessary skills and abilities to do
the job. It is through training and/or education that the
individual gains these expertises. Steers and Porter (1974)
argued that along with skills and abilities, it is important
for the individual to have personality traits that are at
least somewhat compatible with the job requirements. Finally,
a person must have a clear understanding of what the job
requirements are if their efforts are to be productive. For

a lack of clarity or misunderstandings can lead to a consider-
able waste of time and effort, resulting in poor performance
even if the person is highly motivated, has the required
skills and abilities, and has a personality that is compatible

with the job requirements.

B. VROOM'S MODEL

In his expectancy theory of motivation, Vroom (1964)
argues that the effort or motivation to perform is a multi-
plicative function of the expectancies or beliefs that
individuals hold concerning future outcomes and the value
that they place on those outcomes. "Expectancy" as defined
by Vroom is an action-outcome association. "It is a state-

ment of the extent to which individuals believe that certain

actions will result in a particular outcome. Expectancy can




have a range of values from zero or no belief to absolute
certainty about the outcome."2 Usually, it takes a
probability value somewhere between these two extremes.
Valence, the second component of the theory, "refers to
the preference or value that an individual places on a
particular outcome. It can have any theoretical value from

-1.0 to +1.0."3

Thus, the person who very strongly wants to
avoid a particular outcome such as being court-martialed or
reprimanded will have a negative valence for that outcome.
On the other hand, if a person is strongly attracted to a
particular outcome such as a good job assignment or a large
pay raise, they will have a high positive valence for that
outcome.

Since any action can be interpreted as leading to several
outcomes, consideration must be given to how combinations of
various outcomes influence behavior. Vroom's theory argues
for multiplying the valence of each outcome by the strength
of the expectancy that the effort will lead to the attainment
of that outcome and then taking the algebraic sum of all

resulting products. Thus "motivatioal force = (EXV)."4

2V. Vroom, Work and Motivation (New York: John Wiley and
son, Inc., 1964}, p. I8.

3Ibid.
41pid.
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This is critical to Vroom's theory because it means that

if organizations tie valent rewards (such as pay) to a desired
behavior (such as good performance), it may not be enough to
achieve the desired outcome because even though pay may be
highly valued and can be seen as being closely related to
performance, there can be negative consequences (such as
feeling tired or being rejected by members of one's work
gourp) related to good performance the demotivate people to
perform well. Finally, Vroom says that, "a person will be
motivated to perform well in a situation only if performing
well has the highest (EXV) motivational force in that
particular situation."5
The distinction between actions and ocutcomes is important
to the theory. Vroom states that "the term action refers to
behavior which might reasonably be expected to be within the
repertoire of the person (for example, seeking entry into an
occupation), while the term outcome is reserved for more
temporarily distant events which are less likely to be under
the persons complete behavioral control (e.g., attaining
membership in a certain occupation)."6 Thus, the belief that

the act of seeking to enter into an organization will in fact

lead tc that outcome (a job in the organization) is

>Ibid., p. 19.
61bid.

30




m

an expectancy. The relationship between one outcome (good
performance) and another outcome (pay or other rewards) is
the instrumentality that affects the valence of the original

outcome.

C. LAWLER'S MODEL

A number of developments in motivation theory have taken
place since Vroom stated his expectancy theory in 1964.
Lawler (1975) has drawn from these works and presents an
expectancy model based on four points that research on human
motivation suggest are valid. These points are:

(1) Pecple have preferences among the various outcomes
that are potentially available to them.

(2) People have expectancies about the likelihood that
an action (effort) on their part will lead to the
intended behavior or performance.

(3) People have expectancies (instrumentalities) about
the likelihood that certain outcomes will follow
their behavior.

{4) In any situation, the actions a person chooses to
take are determined by the expectancies and the
preferences that the person has at that time.

Lawler (1975) divided expectancies into two specific

types: "E—>P expectancies" and "P-— 0 expectancies." An

E P expectancy represents "the belief that the individual's
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efforts will lead to the desired performance."7 Therefore,

the closer the perceived relationship between the individual's
effort and the resulting performance, the greater the E—P
expectancy probability value. “P-1>O expectancies are beliefs
that the individual has concerning the likelihood that their
performance will in fact lead to a particular outcome."8
Therefore, it is the multiplicative combination of these two
types of expectancies that determines the individual's
"expectancy."

Figure 21 is a probability tree representation of Lawler's
Expectancy Model of Motivation. The model shows that motiva-
tion is influenced by the expectancy that effort or action on

the part of the individual will lead to some intended

behavior performance, and that performance will lead to some

.desired outcome. Thus, some ocutcomes are ends themselves

while scome outcomes lead to other outcomes. Thils represents
the fact that some outcomes are sought by pecple as ends
themselves while others are sought because they lead to other
valued outcomes. The attractiveness of any outcome can vary
along a continuiumn from very undesirable (-1) to very desirable

(+1). This attractiveness is the valence associated with a

7E. E. Lawler, "Expectancy Theory," in Motivation and Work

Behavior ed. by Richard M. Steers and Lyman W. Porter
(New York: McGraw-Hill, 1975), pp. 190~200.

81pid.

32

e e B st mmdizas 2 s Ce b amtamee et




cesuwn103iad pepunqu] @37 03 €PYI[ 1J0Jje Ayl 10U
J0 Jayjeym peUIWIQOo ©Q UERD 1WY] E70IN0 1) suOTINO
E0N031IN0 26YI0 03

eqysfnbasasd ¢ 1yfnos eV0dqno g FIIINQ

«J19817 pue B¥ 1ufnng emodano ty SNI1INO
*qd0j38 tI)

L qIaRal Tryssadonsun *papudiuy 194l
> usyq Jeyto edurrrojaed :g eoum:iinlied
N *330338
ﬁu)ﬂ q S JInEel Tryeseddns v ‘esuvmiojied
s TP — pepuequ] 3 :y eduvwiojleg
1
AL HONY 104 T
SO
™
™
A.
oM rm,
N
Py,
e el <
ORISR
Aoupysadys CIOSRP S
=
ﬂ”
NN i
TrLL
-
7
>
¢a%

i
AL LA
Kouwyondxs

,-ﬁmwa “d 4gL6T “aoTnT]
TOH NSLLYALLOA XDRYLOSAXT SaNTINVT

1°2 Tunotd




particular outcome. According to Lawler, there are two
reasons why outcomes associated with performance may be
valent:

"(l) They directly satisfy the individual's needs or

(2) They lead to an outcome or set of ocutcomes that
satisfy the individual's needs or set of needs."9
Thus, Lawler's model suggests that a person's motivaticn to
perform in a particular way will be influenced by their
expectancies about trying to perform in a certain way
(E—~>» P expectancies), thelr expectancies about the outcomes
associated with performing at a certain level (P—3>0 expect-
ancies), and the valence of the ocutcome involved.

This figure does not show how the various, expectancy
factors combine to determine a person's motivation. However,
based on past research, most expectancy theorilsts operate on
the assumption that the higher the E—>P expectancies and
the closer performance 1s perceived to be related to positive
valent outcomes, the greater will be the individual's
motivation.

As with Vroom's model, Lawler argues that "we would
determine an individual's motivational force to gperform

(effort) by multiplying their E-—»P expectancies by their

Ibid.
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P—>0 expectancies by their outcome valence.
plicative effect means that unless both valence and expect-
ancies are present, there will be no motivational force to

perform. If for example, a person wants to perform well but

does not believe that their efforts will result in good

performance, they will have no motivation to perform well.
On the other hand, Campbell et al.,, (1970) suggested that it
was premature to hypothesize the multiplicative relationships
among expectancy factors because such relationships could not
be measured. If one considers both the possibilities of
attaining and not attaining their intended level of perform-
ince, Lawler's model would predict that:
"Motivational Force = [(E=>P) X [ (P -0) (V)ﬂ ."ll
In organizations, people are often forced to choose among
a number of relatively attrative behaviors. The expectancy

model predicts that people will choose the behavior that has

the highest motivational fcrce for them.

D. DETERMINANTS OF EXPECTANCIES

No review of expectancy theory would be complete without
examinine some of the determinants of E—3P and P—O
expectancies. Lawler states that "the single most important

determinant of a perscn's E—)P expectancies is the objective

10:hi4.

Ibid.
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situation."12

Sometimes, a person's perceptions of the
situation are inaccurate and as a result the objective situa-
tion may not completely determine that person's E-=3P
expectancies. However, over time one would expect that a
person's E—)P expectancies will approach reality. Other
factors that influences E—)P expectancies tend to act in
such a way that they speed up the apprcach to reality. These
factors include: (1) communication with other people about
their perception and your perception of the situation; (2)
learning and gaining more experience; and, (3) a person's
self-esteem.

Just as E—>P expectancies are strongly influenced by the
objiective situation, so are P—» QO expectancies. Lawler (1967)
showed that people perceptions of the probability that pay

is related to performance was in accord with their perception

re

of reality. Verbal support of and reports by co-workers also

fect P—>»0 expectancies. Wythe (19%5;, 1n his wcrk on

th

3
incentative plans, showed that workers repcrt to other workers
on the consequences of performing well had a significant impact
on people's performance. This was especially true when the
sources of the report were hijhly credible. In addition,

wvthe pointed out that workers alsc develop negative beliefs

about the conseguences of high performances (such as rejection
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by co-workers) even if they never experienced them. Other

factors that tend to affect P—>0 expectancies includes the

nature of the outcomes, personalities of the people invloved, i
E—§>P expectancies, and the attractiveness of the outcomes.
Although P—> 0 expectancies are distorted under some condi-
tions, "they generally tend to be accurate because they are
based on actual work situations and organizational controls

(policies and practices)."l3

Therefore, organizations can
influence people P—>» 0 expectancies by changing work situa-
tions and conditions such as supervisory behavior, job design,

pay and promotion, reward systems, etc.

Z. SUMMARY

Performance of an individual in an organization appears
to be a function of three variables: motivation, skills and
abilities, and the perception of roles in the organization.
vroom developed his Expectancy Theory of Motivation in 1964,
1n which he argued that a person's motivation to perform was
a multiplicative function of their expectancies (beliefs)
that they hold about the outcomes and the value that they
place on those outcomes. Lawler expanded Vroom's theory by
di1viding expectancies 1nto two types: E-—>P expectancies
ard P—30 expectancies, and by considering the possibility

that a person may not achieve their intended level of
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performance. Maintaining Vroom's multiplicative combination
of these factors, Lawler's expectancy model can be stated
algebraically as:

Motivational Force = [(E——»P) b [P—€>O)(V)]]

There are several factors that influence E—P

expectancies. These include (1) self-esteem (2) past

experience in similar situations (3) the actual situation

and (4) communication with other people. While P—0
expectancies are influenced by the above factors, they are
also influenced by the attractiveness of the outcomes, the
belief in internal vs external control, and E—>»P expectancies.
Since the organization controls many of these factors, they
can in fact, tc some extent, control the invidivual's
motivation.

Therefore, the Coast Guard (as an organization) can affect
the perceptions of its employees, influence their expectations,
and to a great extent control the image that it projects to
the Black Community. As a result, it can determine the fate
; of its recruiting and retention efforts by considering both

things that are improtant to the individual as well as things

that are improtant to the organization.
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IITI. LITERATURE REVIEW

Since the formulation of Expectancy Theory, a cohsiderable
amount of literature has been written in the areas of career
development, expectations, perceptions, and organizational
climate. By studying these areas, researchers have attempted
to shed additional light on how and why people choose to work
for a particular organization; the expectations and perceptions
that people bring to organizations; and, why people leave or

remain with an organization.

A, DEFINITION OF CAREER AND JCB

Before one deals with how people choose a particular
organization to work for, we must say a few words about career
choice. By definition, a career 1s a succession of related
jobs, hierarchical in prestige, with some kind of ordered
direction for an individual to pass through fthem 1in
some predictable sequence.14 On the other hand, a job is a
relative isolated experience in the sense that it is a component

L . . .. 15
of ones career, thus it is a mechanism for earning a living.

14

International Social Science Journal, 12, Fall 1960, pp. 543-60:
and Robert Dubin, World of Work (Englewood Cliff, NJ: Prentice-
Hall Inc., 1958), pp. 275 ff.

15Lee Taylor, Occupational Sociology (New York: Oxford
University Press, 1968), p. 267.

Harold L. Wilensky, "Work, Careers, and Social Integration,”
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Therefore, the term career implies a number of future expecta-
tions that may change over time or may extend through the
work lifetime of the individual.

An individual's occupational career stages are generally

marked by three phases: initial, trial, and stable phases.16

The initial work period includes all part-time or full time
jobs held by an individual until his/her formal education is
completed. The trial period includes the shopping around and
obtaining of a few full-time jobs before the individual settles
on a specific occupation for their life's work. This period
can be as short as an apprenticeship training program or as
long as several years. Form and Miller (1949) further
specified that jobs are classified as trial when the individual
moves from one occupation or place of employment to another
within a period of three years. The stable work period is
achieved when the individual remains in the same occupation

for more than three years. Some people never reach the "stable"
stage in their entire work history while other achieve it

with considerable ease. This is supported by studies that
indicate that the typical worker in America changes jobs every
three to five years and that these changes are not due in

many cases to career progression (Becker and Capers, 1956;
Dalton, 1951; Lipset and Bendix, 1952; Becker and Strauss,

l6w. H. Form and D. C. Miller, "Occupaticnal Career Patterns

as a Sociological Instrument," American Journal of Sociology,
54 (January, 1949) p. 322.
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1956; and Thompson, 1958). Therefore, organizations must
adopt a "career development perspective" thereby causing a
better fit between the interaction of people and the

organization over time.

B. A CAREER DEVELOPMENT MODEL

Schein (1978) presented a basic model of Human Resource
Planning and Development (Figure 3.1) that would give organi-
ations and individuals the means to analyze and improve this
fit over time. First, individuals and organizations exist

within our society and that our society consist of social

structures, value systems, and cultures. It is those cultures,
through their value systems, that influence both individuals
and organizations in terms of what is considered to be a good
career, appropriate work, a good place to work, and an
appropriate level of ambition.l7 In addition society influence
organizations and individuals through laws, taxes, incentives,
educational systems, and other institutions. These influences
causes issues to surface that are important to the individual
and to the organization. Nevertheless, if the issues are to

be dealth with so that each can receive optimal mutual benefits,

there has to be an effective matching process.

l-,I-::dgar H. Schein, Career Dynamics: Matching Individual
and Organizational Needs (Reading, Mass., 1978), p.2.
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Figure 3.1

Human Resource Planning and Development (HRPD):
A basic model. [Schein, 1978, p.3l]

SOCIETY AND CULTURE

Values, success criteria,
occupational incentives and
constraints

ORGANIZATIONS
Human Resource plans based on
total environmental assessment

PEOPLE

Occupational choice and career
plans based on assessment of
self and opportunities

\

movement

MATCHING PROCESSES

Recruitment and selection
Training and development

Work opportunities and feedback
Promotion and other career

Supervision and coaching
Career Counseling
Organizational rewards

\A

Vi

ORGANIZATIONAL OUTCOMES
Productivity

Creativity

Long-range effectiveness

INDIVIDUAL OUTCOMES

Job satisfaction

Security

Optimal personal development
Optimal integration of work
and family
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C. HOW PEOPLE CHOOSE ORGANIZATIONS

Now we can deal with the subsect of: How people decide
what organization they will join. Glueck (1974) in studying
the decision making process of how male business and engineer-
ing undergraduate seniors chose their employer states that
people are either maximizers, validators, or satisficers. The
maximizers chooses the organization which offers the most of
what the decision maker is seeking. They do a comprehensive
search, consulting, and interviewing as many organizations
as possible, constrained only by time. The validator tends
to search until he/she finds two acceptable offers. The
first offer is really the one that he/she wants but the second
offer is used to confirm their first "ideal offer." The
satisficer conducts a restricted search and stops as soon
as he/she find the first satisfactory organization and get
an offer from that organization. The forced satisficers start
out as maximizers but because of the unmarketability of their
speciality/skills they are forced to take the only offer that
they received. Glueck concluded that maximizers were satis-~
fied with their choice and would do the same thing over again.
Validators expressed concern that they decided too quickly
and only 66 percent were sure they would make their decision
the same way again. They tended to be moderately satisfied.
The satisficers were satisfied and would do the same thing

again, while the forced satisficers were very dissatisfied.
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In terms of actual work experience, maximizers had a greater
amount and variety of past work experience than either group.

Using Expectancy Theory, it was suggested (Lawler, et al,
1975) that a person begin by searching the environment for
jobs. They identify a number of possible jobs and on the
basis of E—~P expectancies and attractiveness of the various
jobs, they apply for jobs with high (E—»P) (Job attractive-
ness) values. They receive job offers and select the most
attractive offer, i.e. the offer with the highest (P—90) (V)
value. In studying 711 accounting students, they substan-
tiated this. In addition, they found that students showed a
slight tendency to apply to those firms which they felt they
were more likely to get a job offer. After being with the
firm for one year the attractiveness of the chosen firm
decreased; however, the rejected firm were rated even lower
than they were one year earlier thus, giving support to the
post-decision dissonance theory. Misra and Kalro (1972)
reported similar results among first year management students
at the Indian Institutie of Management at Ahmedabad.

Most organizations are constantly involved in a matching
process between individuals and the organization (Argyris,
1964 and Wanous, 1973). During the entry stage into the
organization, the individual's talents are matched with the
organization's talent requirements and the individual's

needs are matched with the need fulfilling characteristics

44

e




of the job. This matching process is continuous because

both the individual and the organization change, people get
hired, promoted, fired, etc. over time. In order to optimize
this matching process, individuals need to have a realistic
view of the organization and job characteristics and the

organization need to know the individual's expectations,

D. EXPECTATIONS AND PERCEPTIONS

According to Hersey and Blanchard "Expectations are the
perceptions that an individual have about appropriate behav-
iors for their own role or position and their perceptions of

the role of others within the organization."18

However, it
must be remembered that organizations also have expectations.
Since each person entering an organization brings with them

a set of expectations, it is these expectations along with
those of the organization that define for individuals what
they should do under various circumstances and how they think
others (such as supervisors, peers and subordinates) should
behave in relation to them and their position. Thus, it
would seem that: the better the fit hetween the individual's
and the organization's expectations, the higher the individ-

ual's performance and morale and the lower the absentism and

turnover rates.

18Hersey and Blanchard, Management of Organizational
Behavior: Utilizing Human Resources (3rd ed.; New York:
Prentice-Hall, Inc., 1977), p. 135.
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In trying to find out what a picture of prospective new
employees ideal job or career looked like, Rosenberg surveyed
4,585 college students. A reprint of those results is given

in Table 3.1.%°

This should have given organizations some
idea of what expectations people had in 1957.

Berlew and Hall suggest that the first year in any
organization is a very critical learning period because it
is a time when the new employee is "uniquely" ready to
develop or change their expectations.20 For young managers
the expectations of the organizations constitute an important
class of role forces impinging on him/her; therefore, their
behavior will be strongly affected by the expectation of
his/her supervisors, peers, and subordinates. Thus, according
to Role Theory, one would predict that if a person is assigned
a relatively demanding job and they are expected to do well
in that job, they tend to perform better than people who are
assigned to less demanding tasks, especially if they both

have relatively high achievement expectations. Therefore,

those who perform well are eventually assigned more demanding

19A. Rosenberg, Occupations and Values (Glenioce, Ill.:
The Free Press, 1957), p. 1Z2.

20pavig E. Berlew and Douglass T. Hall "The Socialization
of Managers: Effects of Expectations on Performance,” Admin-
istrative Science Quarterly. Vol. II, No. 2, (Sept, 1966),
pp. 207-223.
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Table 3.1

RANKING OF "REQUIREMENTS" FOR IDEAL JOB OR CAREER:
By 4,585 COLLEGE STUDENTS. (Rosenberg, 1957, p. 12)

"Consider to what

extent a job or Little or No
career would have Importance
to satisfy each of Most Highly Medium Irrelevant
these requirements Impor- Impor- Impor- or
before you could tant tant tance Distasteful
consider it IDEAL" (HI) (H) M (L)

"Provide an opportunity
to use my special
abilities or apti-
tudeg" = —mrmmrm e 27% 78% 20% 2%

"Provide me with a
chance to earn a
good deal of money"-- 10 39 48 13

"Permit me to be ]
creative and
original"===—-ccec=-- -= 10 48 39 13

"Give me social status
and prestigeY-—-—=-===- 2 26 53 21

"Give me an opportunity
to work with people
rather than things"~- 7 44 36 20

"Enable me to look for-
ward to a stable,
secure future'"--——-——-- 24 61 31 8

"Leave me relatively
free of supervision t
by others"~~——ec—we~e 3 38 48 14

"Give me a chance to
exercise leadership"- 4 32 53 15

"Provide me with
adventure"=«—eccaceea- 1 16 40 44

"Give me an opportunity
to be helpful to
others" —===vc—eae——-- 10 43 44 13




jobs and get higher rewards while the low performers who have
unfulfilled expectations tend to fall by the wayside. For
the high performers, the company's expectations and individ-
ual performance converge on each other; however, the low
performer (in many cases) terminates their employment with
the company or they lock for incentives and rewards external
to the job.

A study of life insurance agents (Achneider, 1972)
revealed that the expectations of new agents were more real-
istic than their perceptions, i.e. their expectations were
closer to the actual organizations', thanwere their perceptions.
Generally, new agents preferred a better climate than that
which existed in the organization but they expected it to be
about the way existing agents perceived it. This suggests
that existing agents were providing some realistic informa-
tion to prospective new agents, thereby reducing the likeli-
hood of unwanted outcomes that could result from unfulfilled
expectations.

Wancus (1973, 1975) reported that among female telephone
operators, those who received a realistic job preview sub-

sequently had more realistic job expectations, fewer thoughts

of quitting, and a higher job survival rate than operators

who received the traditional preview. He found no differences
‘ in the job acceptance rate between the two groups.

Weitz (1956) in his study of job survival of insurance

agents and Macedonia (1969), Ilgen and Seely (1974) in their
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studies on cadets entering the U.S. Military Academy at West
Point demonstrated that agents/applicants who received
rea’istic information about the organization they were con-
sidering, more frequently decided to join that organization
and less frequently decided to voluntarily resign than those
who did not receive such information.

Katzell (1968) found that realistic expectations reduced

turnover among nursing students because individuals had a

greater commitment to their decision and the knowledge of
what to expect better prepared individuals to deal with
actual situations that could have otherwise planted the
seeds that could have resulted in increased turnover rates.
{ Hackman and Lawler (1971) argues that there are three
general job characteristics that are central in developing
congruence between individual needs and expectations and
organizational goals achievement. First, the job must allow
the worker to feel personally responsible for a meaningful
portion of his/her work, giving him/her a sense of autonomy.
Second, the job must provide outcomes which are intrinsically
meaningful or otherwise experienced as worthwhile to the
individual. Third, the job must provide feedback about what
is accomplished.

Starcevich (1972, 1973) in studying the effects of central

life interest of job oriented employees and non-job oriented

employees on job expectations, found that central life
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interest 2.3 nct Lpprec:iably affect s°b expectaticns ins that

(R4

werkers Jdesire« se.f-actualizaticn, re:ardless ©* =-heyr
central l:fe :interest.

Farr, O'Leary, and 2artlett (1973) 1in ccmparine the
effect of work sample tests u.pon -"cb select:i.n and “.rnurer
amonag White and Black *emale sewin3 machine speritirs repourtad
that Whites who received the realisti: informaticn wnrcush
the work sample test had a hijher refusal rate and a lower
veluntary turncver rate than whites who Jdi1l not rece.ve the
test. Blacks, on the other hand, whc rece:—-ed the =est
showed nc difference 1n the jcb refusal and wcluntary «urn-
o2ver rates than Blacks whc did not receive the work sampie
test. The authors attribute th:s Jdifference as being raused
by factors affecting motivation and ¢b satisfaction. Faor
example, they say that "Whites may have viewecd the nature
of the work and other task related variables s beinc the
most important factcors in the work situation, “heref:.re
the work sample test provided them with the opportunity £
form an accurate expectation abcut those important factcers.”" "

Consequently, you have a high refusal rate and 31 low turncver

rate. In explaining the lack of difference between Blacks

21Jarnes L. Farr, Brian S. O'Leary, and C. J. Bartlet+,
"Effects of Work Sample Test Upon Self-Selection and Turnover
of Job Applicants," Journal of Applied Psycholoagy. Vel. 23,
No. 2, 1973, pp. 283=-285.

50




who recerved the worx sample test and these that didn't,
e au2thors say, "3lack $ob applicants may not place as
mucon emphas:s on tnhe task-related factors and that such

s 1nterper.cnal relationships with supervisors and

-

TistIrs

sre=workers, pay, and company policies may have been more

salient concerns for Blacks."22

Ir. sompariny the career orientation of Black and White
cullese wemen, Turner and McCaffrey (1974) rerorted that :

'nl. 2..4 vercent ©f{ the 3lack wcmen expected to be full
“i1me homemaxkers where is 3.1 percent of the White women

2xpectel *o pe Till time homerakers. In comparing the work

2xgectiations ¢ <he =woe ircups, the authors reported that

‘hd

.. rercernt © “he 3lack wcmen expected occasional part-

stexdy part-time work; and

o8

“.rme wTk, (.3 nercert =2xpecte
Si.r zercernt zxrestad TLoll-nime paild emplovment as opposed
- L.} tevrent, .~ .3 rTertent, and 15.6 percent respectively

= v White women.  In Teasurin: she fonaruence of career

1
Y
v
v
5
P
1
y
X
ve
'
]
-
U
n
'y
At

=nzectitions, 30 cercent o0f the Black
woTmen Tradarral [ess worh tnin they exrected, compared to

n.y Ll zmercent I =he wWhite wemen; ) percent 2f the 3lack
~omern rrerervaes ture werk than they exrected, compared to

N

< cercent f osne ahlte women:; and 21 ercZent 0% the 3lack

)
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women and 47 percent of the White women preferred exactly
the same level of work that theyv expected.

Fossum, Moore, and Miller (1974) reported that age and
education were highly correlated with career expectations
for managers in the consumer durable goods industry. Slocum
and Strausen (1971) reported that when Black CPAs were
compared with White CPAs, they found that Blacks rated
opportunity to help people, opportunity for independent
thought and action, and feeling of self-fulfillment consist-
ently higher than Whites. Arvey and Mussio (1974) in examin-
ing the job expectancies of culturally advantaged and
disadvantaged clerical employees reported that disadvantaged
employees felt that effectiveness in their job was less

likely to lead to advancement or to the use of their own

judgement than did the advantaged. 1In addition, the dis-
advantaged emplovees indicated a higher valence for salary

than did the advantaged employees.

7

JOB SATISFACTION, ABSENTISM, AND TURNOVER

In a study of managers in a state organization (Hrebiniak
and Roteman, 1973) it was found that a positive relationship
existed between dissatisfaction and absentism. In fact, the
larger the perceived need (as defined by Maslow's Hierarchy
of Needs) deficiencies the greater the rate of absentism at

| all hierarchical level in the organization. Seiler and

Williams (1973) examined the expectations of engineers over
P g




time along the following dimensions: technical challenge,
management aspiration, security, job freedom, professicnal
recognition, and professional aspirations. They found no
significant difference in the mean expectations over time
and between job dimensions. A possible explanation for this
is that expectations are very robust early in one's career
and are difficult to change even with direct experience in
the organization.

In attempting to answer the questicn: Why do employvees
leave organizations?, Dunnette, Arvey, and Banas (1973)
examined the work motivation, job expectations, and job
experiences of 1000 (current and terminated) employees. The
results of their work is presented in Figures 3.2 through 3.6.
Looking at Figures 3.2 and 3.3, we can see that the same job
features were most important and least important to both

current and terminated emplovee: In addition, Figure 3.4

shows that the two groups (current and terminated employees)
had very similar expectations about various job features when
they joined the company. Yet, some people terminated (or

were terminated by the company) employment with the company.
Figures 3.5 and 3.6 lends some insight into why some employees
left the company, while others stayed. In both cases, the
first job caused disenchantment because their expectations
were nct being met and their abilities were not being fully
ut.ilized. However, for the employees whco stayed with the

company, their present jobs are much closer to what they had
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expected when they joined the company and therefore staved.
On tne other hand, the Jjobs that terminated employees held
at the time of termination reinforced those disenchanted
feelings created by their first job, thus resulting in
employees turnover.

Wanous (1976) investigated the form, strength, and
direction of changes in the perceptions and expectations of
MBA students during their first year of employment with a
new organization. He found that entry into the organization
affected their perceptions and expectations about intrinsic
factors (such as their educational process) but had little
affect on their perceptions and expectations about extrinsic
job factors because they (MBA students) knew very little about
the inner workings of the organization until they were actually
members of that organization. Their perceptions and expecta-
tions, when compared with employees who had been on the job
for over a year, turned out to be inflated; however, they
declined over a period of about nine months. Wanous concluded
that people who join organizations with inflated perceptions
and expectations are more likely to quit and that organization
will profit tremendously from closing the gap between expecta-

tions of employees and reality.

F. CONCLUSIONS
As organizations grow, as the environment changes, as more

employees center their lives around activities outside their
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job, as inflation continues and stockholders and/or the
public expect more profit/service, and as human resources
become even more scarce and valued, it is imperative that
organizations understand what employees want and expect from
their job. This means that organizations must take a career
development perspective to managing its most valued resource,
its people. For this provides a means for dealing with both
the organization's and the individual's concerns. The cost
of not doing this is increased absentism and turnover, and
low retention, performance, and morale.

Thus, the literature provides a basis of support and a
conceptual framework for us to examine the organizational
climate of the Coast Guard, the perceptions of Black college
students/graduates about the Coast Guard, and the work
expectations of Black college students/graduates in order
to deal with the problems the Coast Guard faces in recruit-

ing and retaining Black officers.
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IV. METHODOLOGY

A. CONDUCT OF THE STUDY

The study was conducted by this writer using data gathered
through both gquestionnaires and interviews. Commandant (G-P-1/2)
and (G-H) provided assistance in developing the initial sample
of Coast Guard officers. Various officers assigned to Pmr offices
at the district level suggested names of former Coast Guard
officers who provided information about why they left the Coast
Guard.

Five predominately Black colleges and universities were
selected as the source for Black college students and graduates
to participate in this study. Initial contact was made by phone
with the vice-presidents for academic affairs of all five
institutions explaining the nature cf the study. A follow-up
letter was then sent to each vice-president requesting that they
participate in the study by providing the following:

(1) A minimum of 35 seniors and graduate students to

complete the questionnaire

(2) Approximately 10 seniors and graduate/students to

participate in a 15 minute interview

(3) A meeting place to administer the gquestionnaire and to

conduct the interviews




—

See appendix D for sample copy of the letter.
All of them agreed to provide the assistance that this writer
requested.

It was agreed that the identities of all officers, former
officers, students/graduates, and universities that participated

in this study be kept confidential.

B. THE SAMPLES

A stratified random sample of 300 Coast Guard officers in
grades 01-06, along with address labels, were requested and
received from Commandant (G-P-1/2). In addition, a list contain-
ing the names and addresses of 69 Black officers in grades W1-W4
and 01-06 were obtained from Commandant (G-H). After eliminating
the duplications, questionhaires were mailed to 341 officers and
warrant officers (69 Black and 272 others). Eighteen (18)
waere returned because the officers were no longer attached to
the units to which the questionnaires were mailed, thus reducing
the initial numbers of gquestionnaires mailed to 323. Two hundred
and thirty one (231) completed questionnaires were returned,

resulting in an overall return rate of 71.5 percent. The return

rate for Black officers was 82.6 percent, while it was 68.5 per-
cent for all other officers in the sample. See Appendix G for a
profile of the Coast Guard Officer Sample.

Five (5} former Black Coast Guard officers who were released
from active duty within the last two years provided information

(through interviews) about the why they left the Coast Guard.
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These interviews were conducted by phone with each lasting
approximately forty minutes.

A total of 187 students and graduates from 25 different
majors participated in the study by completing the questionnaire
and 40 participated in the interviews. All students that
participated in the study were selected by the university that
they were attending at that time. The methods used by the various
institutions to select the students are not known. A profile of
the students sample is given in appendix F. After explaining
the purpose of this study to each student, he or she was given
the opportunity to refuse to participate. Only 3 students
refused to participate. Their main reasons for refusal were that
they had classes or cther commitments that would not allow
them to participate in the study on the day that this writer

was on their campus.

C. THE INSTRUMENTS

The questionnaires used in the study were adapted from a
combination of the United States Navy Human Resource Management
Survey, the National Urban League's Human Relations in the Coast
Guard Survey, and the Rand Corporation's Survey of DOD Officers
and Enlisted Personnel.

The questionnaire used to gather data about the organizatiocnal
zlimate of the Coast Guard contained 88 questions (See Appendix B).
It was administered by mail with a cover letter from this writer

explaining the purpose of this study. A self-addressed return
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envelope was included for the convenience of the participants.
Additional data was collected from Ex-Coast Guard Officers using
the interview questions in Appendix C.

The questionnaire used to gather data about the job and

f career expectations of Black college students and graduates
! and their perceptions about the Coast Guard consisted of two
parts: (1) a four page questionnaire containing 35 questions
with a Likert Type Scale; and, (2) a one page list of 18 items
that students/graduates were asked to rank order them from 1
through 18 in order of "importance to them”", 1 being the most
important and 18 being the least important. Supplemental data
was gathered using the interview questions in Appendix E.

Both gquestionnaires were submitted to Commandant (G-P-1/2),
prior to being administered, for approval. In addition, the

instrument used to survey Black college students/graduates

was approved by the Naval Postgraduate School with the support

of the United States Coast Guard.

D. THZI ANALYSIS

The data were analyzed using the Statistical Package for

the Social Sciences (SPSS). This system provides a unified and

comprehensive package that enables the user to perform many

diffe{ent types of data analysis in a simple and convenient

manner. Cards were used as the input medium for the data.
Mean values were computed for all dimensions listed below

using the "Compute" and "Do Repeat" functions of the SPSS system
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See Appendix H I.r Actual Iformat,. This Caised an Jases “hat
Jontained MisS1ng VAldes oo any guesticni{s) making 4up a sarticular
dimens:ion) o De exclucded Ifrom the calculaticns. The dimensicns

wvere:

i1, Motivat.on ©f People {MOTIVATN)

r1y

{20 Cocmmunication Filow {(COMMUNIC)

+3) Goa.i Emphasis (GOALEMPH)

.4) Equai Opportunity and Affirmative Action (ZQOPPAFF)

(3) Fair and Equitable Treatment of People (F&ET)

{6) Bureaucracy and Red Tape (REDTAPE)

(7) The Importance of Role Models anc Mentors (ROLEMODS)

{8) Career Aspilrations (CAREERAS)

(3) Satisifaction (SATISFACQ)

.10) The Impact of Relocation of Family Life (RELOCICX)

111) Supervisory Leadership (SUPLDSHP)

(12) Training (TRAINING)

The samples were divided into a number of independent groups
and their mean values on the above dimensions were compared using
student T-tests.

The following groups wWere compared:

(1) Black officers and all White officers

(2) Top leaders and all other officers

(3) Black officers and top leaders

(4) Black officers and Black college craduates/students

(5) White officars and Black college craduates. students




IM
(6) Top leaders and Black college szraduates/students

{(7) Technical and non-technical majors of Black college

sraduates, students

PR TUREIN
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V. RESULTS

A, INTRODUCTION

This chapter contains the results of the questionnaires
and interviews conducted. The results of the Coast Guard
Survey will be presented first, fcullowed by the results of
the perceptions of Black college students/graduates about
the Coast Guard. Third, the expectations of Black college
students/graduates will be presented and finally, the results
cf interviews with former Coast Guard officers about why they
terminated their active duty Coast Guard career will be

presented.

B. THE COAST GUARD QUESTIONNAIRE RESULTS

The sample of Coast Guard officers was divided into the
following groups: Black 2fficers, White officers, Top
Leaders, and all other c<fficers in the sample. The responses
from these groups were compared along the 12 dimensions listed
in Chapter IV to see 1f there were any significant differences
in how these officers view the Coast Guard. All comparisons
were made using student T-test (A test where cases are classi-
fied into one of two independent groups and the mean values of
the two groups are tested to see if there are statistically
significant differences between them).

All dimensions were computed based on a five point Likert

Tvpe Scale, with the exception of the "impact of relocation
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on family life" and the "career aspiration" dimensions. For
this five point Likert Scale: 1 means to a very little
extent; 2 means to a little extent; 3 means to some extent;
4 means to a great extent; and, 5 means to a very great
extent.

The "impact of relocation on family life" dimension was
calculated based on a four point Likert Type Scale with the
following meanings: 1 means "a sericus problem"; 2 means
"somewhat of a problem”; 3 is a "slight problem"; and,

4 means that its "not a problem."

The "career aspiraticn" dimension has a range of 01 to
09, corresponding to the various officer pav grades. All
responses from warrant officers were cmitted from the calcu-
lation of this dimension because of the difficulty in addi:.g
warrant officer pay grades to commissioned crfficer pay grades
and getting userful data.

while student T-tests were used to determine statistically
significant differences between mean values, there are some
other things about the mean values that are important. This
importance deals with those mean values that indicate that a
varticular dimension is true only to a "little extent or
less" or that it is somewhat of a problem for people (means
below 3.00). Since we would like to have the best organiza-
tional climate possible, such a low value would be of great

concern to us.
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1. Black Officers vs White Officers

The first groups of officers compared along the
dimensions {(listed in Chapter 1IV) were Black cofficers and
White officers. The results of this comparison using student
T-tests are presented in Table 5.1. An examination of this
table reveals that on all dimensions, Black and White officers
have different mean values. However, those differences are
statistically significant only on the "Equal Opportunity and
Affirmative ACTION", the "Importance of Role Mcdels and
Mentors"”, and the "Satisfaction with Coast Guard Life"
dimensions. White officers feel that Equal Opportunity and
Affirmative Action have been achieved to a greater extent than
do Black officers. On the other hand, Black officers feel
that role models and mentors are more important than do White
officers. However, White officers are more satisfied with
Coast Guard life than Black officers.

In addition, the "impact of relocation on family life"
is important in that it is somewhat of a problem for both
Black and White officers. The "training" dimension is also

important in that the valnes 2.82 and 2.86 indicate that both

Black and White officers feel that people are being trained
only "to a little extent to perform their assigned tasks."

2. Top Leaders vs All Other Officers In the Sample

The next two groups that were compared along all
dimensions were top leaders vs all other officers in the

sample. Top leaders consists of all officers in the sample
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TABLE 5.1

Student T-Test Comparing Black and Whiie Cfticers Responses
Along "welve Different Uimensions

No. of tandard Significance

Dimensicn Cases Mean Deviation 2-Tail Propacility
1) Motivation of people

Black Cfticers 55 3.21 .75 W48

White Cfficers 1,¢ 3.30 W7
2) Communication flow

Black Officers SE .87 .67 c

White Oft'icers 12 2.34 .05 +30
3) Goal Emphasis

Black Ofricers 52 2,02 .95

White Officers 164 3.26 .81 v .10

L) Equal Opportunity and Affirmative Action
Black Cfficers 53 3.40 .£b ce
White Cfficers 135 3.7 .81 Mg

5) Fair and Zquitable Treatment
Black Cfficers 52 2,22 .95 22
White Cfficers 158 3,40 .70 *

6) DBureaucracy ard Sed Tape

Black Officers 55 3.32 .90 1

White Cfficers led 3.52 .7C i
7) The Importance ot Zole “odels and “entors

Black Cfricers 56 LeC2 .86 co

White Cfficers 143 3,40 97 *
#8) Career Aspirations

Black Ofticers L7 Le91 1.39 co

White Cfficers 165 5,30 1.34 o
9) Satisfaction

Black Cfficers 55 3.72 .87 o

White Cfficers 184 3.99 .75 » Lk

##10) Impact of Relocation on Family Life

Black Officers 53 2.29 .71 -

White Officers  léu 2.33 .69 +70
11) Supervisory Leadership

Black Officers 54 ERYNA 9L -

White Officers  1lé4 3,52 .78 +57
12) Training

Black Cfficers cs5 2.82 1.26 8

White Officers 166 2.86 1.04 -84

# This dimension contain no responses from warran. officers.

#%  This dimension was ccmpuied based on a 4 roint Likert Type Ccale.
# Computed on a scale that range from Cl to C9.
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in pay grades 05 through 07 and up, while the category "all
other officers" consist of those officers in pay grades 04
and below. Looking at the results of this comparison
{(Table 5.2), we see that there are statistically significant
differences in how top leaders and all other officers (Black
and White) view equal opportunity and affirmative action,
and training. The two groups alsc show statistically signi-
ficant differences in career aspirations and general
satisfaction with Coast Guard life. Top leaders feel that
egual opportunity and affirmative action have been achieved
to a greater extent than do 04's and below. Top leaders also
have higher career aspirations and are more satisfied with
Coast Guard life than 0O4's and below. However, 04's and
below feel that people are being training to do their jobs
more so than top leaders. The fact that both groups feel
that people are only being trained to a "little extent" to
do their jobs is also noteworthy. As with previous groups
ccmpared, the ilmpact of relocation on family life remains
somewhat of a problem for both groups.

No statistically significant differences were found
between the two groups when they were ccmpared along all
other dimensions.

3. Black Officers vs Top Leaders

The final two groups of Coast Guard officers that
were compared were Black ocfficers with top leaders. Since

there was only one officer in the sample that was Black and
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TABLE 5.2

Student T-Test Comparing Top Leaders With All Other Officers
Along Twelve Dimensions

No. of Standard 2-Tail

Dimension Cases Mean  Deviation Protabizity
Motivation

Top Leaders 39 ENA .63 o

Others 181 3.25 W71 +09
Communications Flow

Top Leaders L 3.31 .65 -9

Others 184 3.34 £7 .
Goal Emphasis .

Top Leaders 39 3.24 .84 §2

Others 184 3.23 .85 o
Equal Opportunity and Affirrative Action

Top Leaders 39 3.97 .£8 cc

Others 175 3.53 .81’4 *
Fair and Equitable Treatment

Top Leaders 37 3,39 .78 83

Others 179 3.36 .78 ¢
Bureaucracy and Red Tape

Top Leaders 4l 3.59 .61 20

Others 184 345 .79 M
The Importance of Role Hodels and Yen:ors

Top Leaders 40 3.30 1.Cu 16

Others © 185 3.60 .97 v
#Career Aspirations

Top Leaders 4l 5.96 55 o

Others 177 LeG7 1.25 *
Satisfaction )

Top Leaders L0 Lel5 .60 02 |

Others 185 3.87 .83 '
#*Relocation

Top Leaders Ll 2.28 .£8 &9

Cthers 184 2.34 1 e
Supervisory Leadership

Top Leaders 39 347 .90 75

Others 185 3.52 .81 *
Training

Top Leaders L0 2.58 1.07 o

Others 187 2.94 .1 =5

# (Contain no responses from warrant officers. Computed based on a scale
range from 01 to 09.
## Computed based on a 4 point L.kert Type Scale.
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in pay grades 05-07, his responses were eliminated for this
comparison. The results of this comparison are presented
in Table 5.3. Statistically significant differences can be
seen between the two groups on the following dimensions:
Equal Opportunity and Affirmative Action; the Importance of
Role Models and Mentors; Career Aspirations; and, General
Satisfaction with Coast Guard Life.

Top leaders essentially feel that equal opportunity
and affirmative action have been achieved to a greater extent
than do Black officers. Top leaders also have higher career
aspirations and are more satisfied with Coast Guard life than
Black officers. However, Black officers feel that role
models and mentors are more important than top leaders.

The "impact of relocation on family life" dimensiocn
is important and indicative of a problem in both groups' eyes
as seen by the relatively low value (2.28 and 2.27). The
"training" dimension (with values 2.82 and 2.58) indicate
that both Black officers and top leaders feel that people
are only being trained "to a little extent" to do their jobs.
C. THE PERCEPTIONSOF BLACK COLLEGE STUDENTS/GRADUATES ABOUT

THE COAST GUARD

Mean values for the perceptions of Black college students/
graduates were computed based on the same 5 point Likert Type
Scale used with the Coast Guard survey. On this scale,

1 means "to a very little extent"; 2 indicates "to a little
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TABLE 5.3

Student T-Test Comparing Black Cfficers With Top Leaders In the
Coast Guard Sample

No. of Standard

Dipensions Cases Mean Deviation
Motivation of People

Blacks S 3.21 .76

Top Leaders 38 2ol oCl
Communication Flow

Blacks 55 3.27 &7

Top Leaders 39 2,31 66
Goal Emphasis

Blacks 53 3.02 .35

Top Leaders 39 3.2u .84
Equal Opportunity and Affirmative Action

Blacks 52 3.40 .8”

Top Leaders 38 3.97 £9
Fair and Equitable Treatment

Blacks 52 3.22 ¢33

Top Leaders 37 329 .8
Bureaucracy and Red Tape

Blacks 54 3.31 .50

Top Leaders &0 2.59 ]
The Importance of Role Models and Mentors

Blacks 55 LeC2 .87

Top Leaders 29 3.28 1.C4
#Career Aspirations

Blacks 46 4.89 1.3%

Top Leaders 40 5.96 56
Satisfaction

Blacks 54 3.70 .87

Top Leaders 39 Lol « 60
##Relocation Impact on Family Life

Blacks 54 2.28 72

Top Leaders 40 2.27 .68
Supervisory Leadership

Blacks 54 el I

Top Leaders 39 347 « %0
Training

Blacks 55 2.82 W26

Top Leaders Lo 2.58 1.Q07

2-Tail
ProtabiliLy

.11

o 2L

.C8

.CC

.00

.86

.32

* This dimension was computed without including :he responses f{rom any
warrent officers. The scale range from C1 to C9. ’

e - :
This dimension was corputed using a 4 point Likert Type Scale.
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extent"; 3 denotes "to some extent"; 4 implies "to a great
axtent"; and, 5 means "to a very great extent."

All mean values that are below 3.00 and above 4.00 are
considered to be significant because those values below 3.00
indicate that people have poor or unfavorable perceptions
about the Coast Guard, while those mean values above 4.00
are indicative of good or favorable perceptions.

For a number of years, the Coast Guard has contended
that it has been unsuccessful in its efforts to recruit more
Black officers for a number of reasons. One such reason was
that there was and still is a lack of awareness on the part
of the Black community about what the Coast Guard is like.
Looking at Table 5.4 this contention is supported by the
fact that 19.3 percent of Black college students/graduates
in the sample had no perception of whether or not the Coast
Guard assigned pecople to interesting and rewarding jobs.

The number of people that had no perception concerning the
friendliness of Coast Guard supervisors was 31.6 percent.
These relatively large percentages are of concern to us.

Interestingly enough, Black college students/graduates
believe that the Coast Guard trained its people "to a great
extent" to do their jobs (mean value 4.07). They also per-
ceived that the Coast Guard encourages teamwork and informa-
tion sharing (3.94).

The sample of Black college students/graduates was

divided into technical and non-technical majors and compared
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to see if there were significant differences in how these

two groups of students perceive the Coast Guard. Table 5.4A
contains the results of that comparison. Examining these
results, we see that there are not significant differences

in the perceptions of these two groups about the Coast Guard.

D. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS

An examination of Table 5.5 reveals that 3.2 percent of
the people in the sample indicated that they had no expecta-
ticns about being gquickly integrated into the activities of
the organization.

Using Table 5.5 to develop a profile of what Black
college students/graduates expect from an organization, wé
see that they expect: (1) to receive recognition for quality
work (4.07); (2) for information to be shared (4.02); (3)
supervisors to be easy and friendly to talk with (4.06); (4)

supervisors to stress teamwork (4.09); (5) to be consulted

on matters that directly affect them (4.11); (6) their per-
formance evaluations to reflect their actual job performance
(4.24); (7) to be adequately trained to do their job (4.44);
and, (8) they expect the organization to ensure that they

have an equal opportunity for advancement and job assignments
(4.58). 1In addition, they expect supervisors to a great
extent to help them to improve their performance (as indicated

by a mean value of 3.99).
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TABLE 5.44

COMPARISON CF TECHNICAL AND NONTECHNICAL MAJORS' PERCEPTIONS ABOUT THE

COAST GUARD

No.

of

Cases Mean

CG assigns people to interesting and self rewarding jobs

Technical Majors 21 3.48

Non-Technical 123 3.54
Adequacy of training provided people Lo do their job

Technical rajors 21 4.10

Non-Technical 122 4.07
Opportunities to work in well integrated work environment

Technical ma ors 19 3.21

Non-Technical 121 3.30
CG assign people %o leadership positions early in career

Technical Ma‘ors 20 2.95

Non-Technical 115 3.17
Adequacy of assistance provided in getting settled

Technical majors 19 3.26

Non-Technical 113 3.27
Friendliness of CC supervisors 1o talk with

Tecnrical 15 3.33

Non-Technical 07 3.22
CG supervisors are open-zmirded and receptive %o ideas of sutordinates

Technical Ma‘ors 1¢ 2.88

Non-Techrical 107 3.C9
CG resolves conflic: fairly

Technical ‘a‘ors 13 3.84

Non-Technical 109 3.2L
CG sives recognition Lo ceserving persons

Tecnnical Ma ors 20 355

Non-Technical 120 352
People are evaluated on how well iney perform treir lob

Tecnnical la_ors 2C 3.85

Non-Technical 116 3.18
CG encourage team work ard infcrmation sharing

Technical Ma‘ors 21 4eC5

Non-Technical 118 3.96
Supervisors give feedback to help improve ores perforrtance

Technical 'a‘ors 17 3N

Non-Technical 110 3.68
CGC has adequate nuzwber of role models for jyou

Technical Majcrs 17 3..1

Non-Technical 108 3.21
Adequacy of JU pay for a persor with your qualifications

Tecnnical “a‘ors 20 3.10

" -

Non-Tecrnical 119 3.10
CG offrrs -xcelien’. op@oriuni’.ies for advancement and promot ion

Technical “a‘ors 20 3.60

Lon-Tecnnical 11 3.60
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Standard
Deviation

«£60
.78

.72
.89

-
.

1l.08

94
.98

.99
.91

49
.88

z

o

1.01

.65
1.17

.
-1
o

92

.21
RN

.81
.93

.85
.97

92
.98

.85
1.08

.92

2-Tail
Protabil:ity

f5

.28

.8

.99

LB

.18

+50

+30

.65

.92

.70
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Surprisingly, the mean value for the importance of role
models to Black college students/graduates was 3.73, meaning
that "to some extent" they consider role models to be
important. In addition, 65.8 percent of these students
considered mentors to be important to them, 28.9 percent
said that mentors were not important to them, and 5.3 percent
of the students did not answer the question. However, only
28.9 percent of the people in the sample had mentors, 57.8
percent did not have mentors, and 13.3 percent did not
answer the quc.stion. Once again, the sample was divided
into technical and non-technical majors and the expectations
of the two groups were compared. No sigrificant differences
were found (see Table 5.5A).

Examining Table £.6 to get a feel for how far Black
college graduates expect to advance with the organization
that is fortunate enougn to employ their skills, one can
see that only 15.6 percent expect to reach the top manage-
ment levels of the orgsanization (owner, president, vice-
oresident). It must be notecd that 51.3 percent of the people
in the sample did not give an expected achievement level,
thus, implying that thev ¢o not have long term career expecta-
ticns at this time. If this is true and if the Coast Guard
is trving to sell people a career, while over half of the
zecole are not thinking that far ahead, it cannot expect to

be too successful in its recruiting efforts.
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TAELE 5.0A

AND KON-TECHNICAL MAJCRS

©
<
)
&
I
e
fo
%]
94
f

COMPARISCH OF THE EXPECTATION

No. of Standard 2-Tail
Zases Vean cevia..on Srovapility

.

Expecl %0 quickly intesrated into 'ne activilies of the
organizaticn

Technical Ya‘ors 26 3.¢9 -7 92
kon-Technical e 3.71 .86 ‘
dssistance expeciled :n yetiing sellled
Technical Ma'ors 27 3.7 .14 -6
Non-lechnical 150 3.73 1.01 .
Lipecl supervisors .o ve receptive Lo your ‘.de.a/auages:.ior.s
Tecrnical Vva‘ors 27 3.52 75 22
Non-Tecnnical 153 3.72 .88 ’
Expect t0o be consulied on matlers that affect you
Technical Malors 24 4.31 .88 .28
Non-Technical 153 4.1C 1.03
I‘fpoct. to recaive recosnition for qualily work
Technical Maors 27 2.93 .73 .50
Non-Tecfnical 153 4 03 .83
Expect performance cvaluation %o reflec: actial ‘=0
perfcrnarce
Technical Ma'ors 27 4233 IR RS
Non-Techntical 143 we2l .85
Sxpect :information to te shared so “naL decision
Takers can -awxe telter dec.s:ons
Technical Ma ors 2" Lo26 .6 o8
Non-Tecrnical 152 3.96 .£8 :
Expecl organization .o discourage favorilisa
Tecnnical 3 ors 26 3.31 1.33
Non-Tecnnical 143 3.20 1.33 -99

Expact Lo have to dmal with long stard:ng ~ules and resulat:ons
pa 14 :

Tecnnical 4a-ors 27 3.78 .89

Non-Tscnnical 153 5.7% .95 -89
Expect supervisors to listen 1o your probliexs

Technical ¥a'ors 25 3,60 .l 88

Non-Tecinical 143 3.73 .07 *
Expect supervisors im amelet ;ou in working out confiict

Technical ''a‘ors 27 3.21 1.04 98

Kon-Tecnn:ical 1 B 7 ’
Expect supervisor %o siress Leam work

Tecarical “a‘ors 27 Le26 .26 29

Xon-Tecrn:cal 153 .07 .87 :
Expect supervisor o te frierdly and easy ‘o arproach

Technical Va-ors 27 4618 .26

Non-Tecnn:cal 143 4eC7 8~ -8
Expect supervisor to telp you .aprowe your serformance

Taern .

Aec.‘rlxcfl Ha:\rs 27 2.89 1.08

Non-Technical 13 e .37 61
Expect the orcaniza-:on to adequateXy itrain you to do vo:ir ‘ob

Tecnnical “a ors 27 L 52 80

Negaooas “e .

on-"echnical 153 Gokl .79 .55
Expmet organization ‘o sraure -hat rou ‘ave squal
Of »riunity for acvance~ent anc aob Assis Tents

Technical “a‘ors 26 L.82 -

Non-Ternn; :al 132 8 "% =5
The importarce of ~1lr -odals ‘o you

- .

s8c”~{ecal "acer 3,

Noﬂ-?echr“c:l * ‘22 -fo

hry i5d x,m2 1.02 1
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TABLE 5.6

POSITIONS EXPECTED TO BE HELD BY BLACK COLLEGE
STUDENTS/GRADUATES UPON TERMINATING EMPLOY~-
MENT WITH THE ORGANIZATION

POSITION NUMBER OF CASES PERCENTAGE
Owner 2 1.1
President 19 10.2
Vice-President 8 4.3
Middle Manager 22 11.8
Junior Executive 16 8.6
Teacher/Educator 10 5.2
Paraprofessional 2 1.1
Cther 12 6.4
Missing or none listed 26 51.3

E. A COMPARISON OF BLACK COLLEGE STUDENTS/GRADUATES' PERCEP-
TICNS ABCUT THE COAST GUARD VS THEIK WORK EXPECTATIONS

In comparing students' perceptions about the Coast Guard
with their ~xpectations, we can see that they expect signifi-
cantly more from the crganization that emcley them than
they perceived the Coast Guard provides its people. Thus,
the mean values for all of their expectations are higher than
the mean vaiues for thelr comparable perceptions (see T-ile

5.7).

E. WHY DID SOME BLACK OFFICERS LEAVE THE COAST GUARD?
Now that we have profiles of the Cecast Guard from several
different perspectives and some idea of the perceptions and

expectations 2f Black ccllege students,/araduates that are
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roELy
Siudent Zxpec.ations
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eligible for our cofficer programs, we can examine why some

Black officers have left the Coast Guard during the past
two years.

Through telephone interviews, five former Black Coast
Guard officers were asked, "Why did you get out of the Coast
Guard?" Table 5.8 gives a list of those reasons. In all
cases, these officers stated that these were not the kind
of experiences that they had expected and since the prospects
for improvement looked bleek, they felt that it was best to
terminate their stay in the Coast Guard.

G. COAST GUARD OFFICERS VIEW OF THE COAST GUARD VS BLACK

COLLEGE STUDENTS/GRADUATES PERCEPTIONS

Black ccllege students/graduates perceptions about the
Coast Guard were compared with Black officers' wviews of the
Coast Guard on specific questions. The results of that
comparison is presented 1n Table 5.9. Significant differences
were found in all cases except the perception of conflict
resolution, recognitiocn, and equal opportunity for advance-
ment and job assignments.

However, when Black college students/graduates percepticns
were compared with White officers' views of the Coast Guard
more significant differences were found (see Table 5.10).

It was only on the adequacy and importance of role models ana

mentors that these two groups did rot show significant

differences.
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TABLE 5.8

REASCNS wifY FCRMER PLACK CFFICERSG TERMINATE
THIILR COAST CUARD CARIER
SEAOCHS FREQUENCY

Poor gpay and unable Lo keep up with inflaticn, so I
found a job that would provide the means of

suprorting my family 5
Lack of role models and mentors 5
Liztle or no guidance from senior officers : 4

Being assigned Lo recruting duty and having to sell

a product what 1 did not believe in (the Coast Guard) 2
Tid not feel that I could get ahead in the Coast Guard L
My skills and abili<ies were greatly underutilized L

I was given a set of orders that I did no. wan: and my

detailer would nei change them so I got out 2
o other 2lack cfficersarcund to associate with and many
times Whive officers did nou want to associate with me 2

Preiudice cn the part of superiors tha. manifested itself
in the form of my receiving average fitness reports 2

The Coas: Guard was detrimental to my family life 3

I did net fit in; I was never made to feel a par: of my

cormand. Iy wife was Yinadvertenil; " excluded from wives
club activi.ies cn several occasions 3

PN
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TABLE 5,9

CQIPARISON CF 3LACK CCLLEGE STUDENTS/CRADUATES PERCEPTIONS ABCUT

THE COAZT GUARD WITH 3LACK CFFICERSY VIEW CF

No, of
Cases
Training
Student Perceptions 9
Black Cfficers 55
Prcvide assistance in setting setiled quickly
Students Perception 128
Black Officers 57
Superviscrs tha. are friendly and easy to talk
with
Students Percegptions 128
Black Cfficers ’ 55
Supervisors +hat are open ninded and
recep.ive -o rour >deas
tudents Ferzeptions 129
Black Officers 56
Conflict resolved fairly
Studencs Pgrceptions 129
3lack Cificers S5u
Recogni-ion given 1o deserving persons
Student Perceptions L7
Black Cfficers 56

Evaluation reflect rerformance student percepilicns

Student Ferceplions BN
Black Officers Sk
Encourage team woerk and infcrmatiom sharing
tugent ParcepLions PR
Black Cfficers S€é

Provide feedback <o help improve performance
Student Ferceptions 12
<
5

Black Cfficers

Adequacy of role models and meniors

Student Fercerptions 132
Black Officers 56
Equal Cpportunity for Advance~men: and Job
Assignment
Studen. Ferceptions 142
Black Cfficers 56

g6

THE CCAST GUARD

Standard
Deviaticn

2-Tail
Probabilisy

.86
1.26

.92
l.26

Nee

.CC

.03

.81

«CL

.CC




TABLE 5.10

A COMPARISCN CF THE PERCEPTICNS O

F B
COAST GUARD WITH WHITE CFFICERS VIZW CF THE COAST GUA

Training
Student Percertions
White Officers

Provide assistance in getiing settled quickly
Student Percepiicns
White Cfficers

Supervisors “hat are {riendly ard easy o talk wil

Student Percepticns
White COfficers

Supervisor -hat are open minded and receptive to
your ideas

Student Percepiions

White Cfficers

Conflict resolved fairly
Student Perceptions
" White Cfficers

Recognition ziven o deserving persons
Student Percerpiions
White Cfficers

Evaluations reflect performance
Student Percepiions
White Officers

Zncourage -eam work and infermation snaring
2tudent fercerticns
White Officers

Provide feedback -0 help improve perf{ormance
Student Percertions
White Officers

Adequacy and inmportance of role models and mentors

Student Tercep-ions
White Cfficers

No. of

Cases

1.9
166

128
1€4

128
166

129
164

129
162

1.3
161

L6
163

132
166

122

163

Equal opportunity for advancerent and jcb assignments

Student Jercepiions
white Cfficers

37

142
léi

Mean

3.82
3.€2

3.9
3 ."‘3

Standard
Jeviatien

LACK COLLEGE 3TUDENTS /GPADUATES AECUT HE

2-Tail

Probabiii-

.86
1.Cu

.92
1.22

.87
.98

9"
37

.28
1.0l

.00

.00

.CO

.CO

.05

.00

.00

.CQ

.30

No

e —————————
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When Black college students/graduates' perceptions were
compared with how top leaders view the Coast Guard, signifi-
cant differences were found on all questions except the
perception of conflict resolution and the adequacy/importance
of role models/mentors (see Table 5.11).

H. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS VS

COAST GUARD OFFICERS' VIEWS OF THE COAST GUARD

In comparing Black college students/graduates work
expectations with Black officers' views of the Coast Guard,
significant differences were found on all questions except:
the friendliness of supervisors, the open mindedness of
supervisors, and supervisors willingness to listen to prob-
lems (see Table 5.12).

Next, Black college students/graduates work expectations

were compared with White officers. The results are presented
in Table 5.13. This comparison revealed that the same signi-
ficant differences that were found when their work expecta-
tions were compared with Black officers' views. However, the
similarities 1n how White officers view supervisors in
the Coast Guard and what Black officers expect of supervisors
are much greater (P=.95, .98, and .89 respectively).

Finally, Black college students/graduates' work expecta-
tions were compared with top leaders views of the Coast
Guard. Table 5.14 contains the results of that comparison.
It is here that the greatest number of similarities were

found. No significant differences were found between how
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TABLE 5,11
COMFARISCN CF THEZ PERCEPTICHS CF BLACK CCLLEGE STUDENTS/GRADUATES ABCUT
THE CCAST GUARD WITH TCP [EADERS VIEW CF THE CCAST GUARD
No., of Standard 2-Ta’l
Cases Mean Deviaticn Probabil: .-
Training
Student Perceptions 149 LeCT 86 0
Top Leaders L0 2,58 1,07 ¢
Provide assistance in geiting settled quickly
Student Perceptions 128 2,28 .22 00
Top Leaders 4 2.c2 1.20 ¢
Supervisors that are friendly and easy -o -alk with
. Student Perceptions 12 2.8 .27 .
Top Leaders ' I Le27 .SC .CC
Supervisors that are open minded and recegptive o
your ideas
Student Perceptions 129 3.C9 W GE o0
Top Leaders 0 3.7% «93 ‘
Conflict resolved fairly
Student Perceptions 129 2e27 l.i%
Top Leaders e et Z.C4 .c8
Recognition given to deserving persons
tudent Perceptions w7 2.3 .93
Top Leaders ~C 1.C .56 .
Zvaluation reflect performance
Student Perceptions 13 3.82 .87
Top Leaders 28 3.2 1.2C 0
Encourage team work and information sharing
Student percepticns L6 2 .96
Top Leaders Lo 3.2 1.29 .00 |
Provide feedback to help imrrove performance
. tudent Percep.icns 134 3.64 .57
Top Leaders L1 3.00 1.24 .00
Adequacy/importance of role models/mentors
Student Ferceptions 132 3.31 97
Top Leaders 40 3.30 1.04 .95
Equal opportuniiy for advancement and ‘ob assignments
Student Ferceptions R 2,59 .88 ‘
Top Leaders 40 3.ce l.1% .05 ‘
39




TABLE 5.13

COMPARIZCN CF BLACK CCLLFGE ZTUDENTS/GrACUATES FXINCTATICHNS WITY BLACK FFICERS?
VIEW OF HE CCAST GUAERD

No. of Standard 2-Tail
Cases Mean 2evialion Probat:oitw
Training
Student Ixpectations 187 Loisss o7 00
Black (fficers 55 2,32 1,24 ¢
Provide assistance .n ce .:ng settled quickly
Siudent ixpwc.alicns 184 3.74 1.03
Black Cfficers 57 2.51 1.26 -0
Supervisors that are fr:endly and easy to -alk with
Siudent Expec'a’ iona 187 L.Ch .89
Black Officers 55 Lol 1.17 .28
Supervisors that 1re cpen tinded and recepiive Lo
your ideas
Student :ixpec-alions 187 3.66 .87
Black Cfficers Tos6 2,46 .91 -c8
Conflict resolved fairly
3tudent xpectatjons 186 3.83 1.32
Black Cfficers 54 3.2 1.2¢ -0
Recognition given o leserving persons
Student Ixpectaticns 187 L.C2 84
Plack Cfficers 56 3.8 1.17 0
Evaluvations reflec. performance
Student Zxpectations 187 Lell 25 o0
Black Officers 4 3.33 1.24 *
Encourage Leam work ind :nformalion sharing
Cludent “xpeclalions 186 4.C5 .28 N
Black (fficers 56 3.24 1.22 -0
Provide feedback -5 "elgp 1mprove perforrance
Studen. Ixpec.ations 187 2,99 .89 N
Black Cfficers 55 1 1.21 0
Adequacy/:rporian:e of r~ole zodels/zentors
, Stugent xpectations .83 3.72 .on
“ Black (ff.cers 56 4.C2 .26 .62
]
Equal ofporiun for idvancement and ‘ob assignments
siuzent Ixpectasions 184 we B A
Black (fficers 50 3ol 1.22 -0
Consulilation on ~ailiers that directly affect you
Student Zxpec.alions 186 Lell .32 <0
Black Cfficers 56 2.9 1,15 i
Supervisors lislen Lo rroblexs
Student Zxpeciat:ions 186 T2 1.06
3lack Cff:cers 56 96 1.2 -9
Supervisors assist in resolvirg conflict within your
work group
Student Txpectations 1e? 31,80 .98
Black (fficers B34 3.3¢ 1.2 .00
Deal with tureau-rary =rd red <ape
Student “Xxpeclations 187 370 9K
Black officers 5. 3432 .90 .00
Quickly integrate new peopie :nlo activities of he
organizatian
Suudent lxpectal:cns 181 2,70 .86
Black Cfficers 57 3.21 .95 -0
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TABLE $.3

COMPARISC!H CF HLACK COLLECE STUDENTS /MRALUAT

T3 :XPECTATIONS
V1E4 OF THE TCAST GUALD

WlI™H WHITE CFFICERSY

No, of Standard 2-Tatl
Cases_  Yean Devia® ‘on Trotapiliny

Training

Student Ixpectalions 1r7 baiess .78 .00

White Officers 166 2.86 1.C4
Provide assistance in .cetiting seiiled quickly

Studeni Ixpecta.:ions 1R8L 3.7 .03 .60

Whita Oft:.cers led 2.37 1,22
Supervisors that are friencly and easy o lalk with

Student Lxpectalions 187 L.Ch .89 .95

white Cff:cers 166 weld .98
Supervisors tha. arc open zinded and receptive w0 your ideas

Jtuaent Zxgpec allons 187 .o .87 .98

White (flicers Ybue Jee2 92
Conflict resolved fairly .

Stugent Zxpectations 186 3.83 .22

White (fficers 162 3.8 1.02 .00
Recognttion 2:ven o ieserving persons

Stugent fxfeciat:ions 1€&7 4002 YA 00

White Cfficers 164 2.e7 1.8 .
Evalustion reflect porformance

Ziudent xpecla.ions iB7 Lol .25

White (fZficers 161 3465 1.08 -Co
Encourage tesam worx ind infort ion sharing

Stucen: fxpectations i8b L.CY A8

white C{ficers 163 3.3 1.23 -Q0
Provide fesedtacx .o ~elp i~prove performance

Siudent “xpecia.ions 187 3.99 .89 .00

‘Ahite Cff.cers 166 2.99 1.22
Adequacy/irporiance ¢f ~cle dels/rmentors

Siudent “xpec'ations 1e3 3.7 SR

white Cff:icers 143 2.C 37 00
Equal opporiunity fcr aivancemeni and ‘o0 assignments
B Studert Ixpectaticns 184 4t b

White Cfficers 1t 1.85 L.Cl <00
Consultation on =alters -hal directly effact you

Student Ixpectations 186 Lell l.C2

White Officers 164 3.18 1.5 +00
Supervisors listen to frotlenms

Student Ixpectations 186 3.72 1.Cé

wWhite Ofricers 146 3.96 1.C5 <09
Supervisors 1ssist in resolving conflict within your werk

Student Zixpectatilons 18 2.RC R

White Officers ity 3.2 1.22 00
Ceal with ureaueracy ind red ‘ape

Ctudent Fxreccations 187 IR L 9F

White Cfficers PN 382 .70 )
Qiekly 21 o mew people 1nLo 1ctiviiies
of - n

Siudent lixpeetalicns IRl 1,70 AA

White (flicers ltw 7,59 R .10

ot =




TABLE 514

COMPARISON CF BLACK CCLLEGE STUDFNTS/SPADUATES ZXFECTATICNS WITH TCP LEZADERS!
VIEA OF THE CCAST GUARD

No. of Standard 2-Tail
Cases Mean Cevialion Frobabili -
Training
Student Expectaions 187 Lelsds o7 .00

Top Leaders 40 2.58 1.07

Provide assistance in getting settled quickly
Studen: Expectaticns 184 3.7 1.03 oo
Top Leaders 40 2.2 1.2¢C *

Supervisors that are friendly and easy %o -alk with

Student Expectatlons 87 44Cb .89
Top lLeaders 41 e . GC .23

Supervisors inaw are open minded and receptive
tc your ideas
Student Zxpectations 187 2.6 .27
Top Leacers 40 27 .92 -28

Senflict resolved fairly
3

3tuden: Ixpectations 186 3.82 l.32
Top Leaders 4 3.36 1.C4 .ce

Reccgnition siven to deserving perscns
Student Expectatiions 187 Le2 M-I co
- i - 2 -~ .
Tcp Leaders 40 2,CC . 7E

Zvaluaticn reflec: performance
Ctudent Ixpectalicn ie7 el +85

Top Leaders g Sen? 1.20 .CC

PPas

Encourage ‘eam work and informaticn sharing
c

Ctudent Ixpectalicns 18& LelH .82 .
Top Leaders IR 3.2 1.0 .oe
Provide [eedbacx -0 nelp improve perIormance
Student Zxpeciaticns pr:ia 2.0 .89 c
Tep Leaders L1 2.cC 1.2 v
Adeguacy/imroriance ¢f role roaels/Tentors ’
Student Ixpectalicns 2 .S N
Top lLeaders -0 1.3 -Co
Zgual opperau for lavance-enl And ok ass. moents
Ixrectalions 184 48 ot o0
Top Leaders .0 2.68 l.1A v
' e . N
i Consultaticn eon matters that airecily iffect you
{ Ztuden: Zxpectaiicns 186 “ell 1.02 o
i Top Leaders 1.0 2..8 pNe v
,
f Surerviscrs listen ‘o rroclems
| Student Zxpeclaticns 186 F.72 1.Cé
> -
! Tof Leaders L1 1,04 1,12 .C :
*
Supervisors issist in resclving conflict witnin your work rroup
~ - .
~lujent fxpectaticns .8
p <en k)
Top Leaders “ g s’?‘j o8 .CO
4 .04 < abid

Zeal with hureaucracy and red tape

|
]
l
' T¢  Leaders

Student Ixpeclations 87 2.7 £ QF g
0 3,59 o1 -2
uickly invepra.e new pecple into acuivilies
of he c¢ryanizacion

. ludent fxpectaiicns 181 3.7C L8f -
Top Leaders a2 R 8 1.0k &8
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White officers viewed and what Black college students/
graduates expect in terms of (l) supervisors beinag friendly
and easy to talk with; (2) open minded supervisors; (3) con-
flict resolution; (4) supervisors willingness to listen to
problems; (5) dealing with bureaucracy and red tape; and

{6) the integration of new people into the activities of

~he organization.

[
r
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VI. DISCUSSION

Al INTRODUCTION
The major thrust of this project was to £ind ways to
improve the recruiting and retention of Black officer. To

4o this, profiles cof the Coast Guard were cbtained Ir

)
3

several different perspectives and comparec to see 1 there

were any significant differences in these cerscectives. Then
the perceptions of Black college graduates ab. .t <@ T-ast
Guard and thelr expectations of their emplovaer wo:. mroired
with these Zifferent perspectives in an attero: - .

nandle on our recrulting and retenticn zrob:

9]
47
7]

This project attempts to answer the Zuesti n:  Jiown she

[0

nresent state of the organizaticnal climate =I the "nit

States Coast Guard; the job and career exgectizions

[}
th
Ul
y
f
9]
LA

college students and graduates; and thelr

o)

erceptizns apcut

[

the Crcas+< Guard; can the Coast Cuard reallstically exvect =c

recruit and retain enough Black oZfficers to achieve its zcal
of 12 percent 3lack officers witnin the next five vears?

Put another wav, how good 1s the fit between the organiza-
tional climate of the Coast Guard, the perceptions or 3lack
college students,/graduates about the Coast CGuard, and the

’

expectations that Black college graducstes /students have oI
thelir emplover? If the fit between the percewntions of 2lack

:~il.ege students,/araduates apout the Coast Guard and the
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crzanizational climate ¢©f the Coast Guard is "good®, then

the Cocast Guard's recruiting eficrts should be productive.
However, 1t may or mav not be able to retain these officers.
Cn tne other hand, 1iI the f£it between Black college studentc/
graduates' perceptions about the Coast Guard and the organiza-
tional climate 1is poor, the Coast Guard will probably have

great difficulty in achieving, even recruiting goals.

3. THE ORGANIZATIONAL CLIMATE OF THE COAST GUARD

The corganizaticnal climate of the Coast Guard was obtained
frcm several different groups of Coast Guard officers and
compared to see how similar or how different these groups
viewed the organizational clima.e of the Coast Guard.

1. Black Officers vs White Cfficers

Black officers view the Coast C:ard as an >rganization
that, "to scme extent", mctivates 1ts pecple (3.21); has gocd
communication £flow (3.27); emphasires corganizational zcals

{2.02); practices equal opportunity and Implements aifirma-

“1ve acticn (3.40); treats people Zailr and egultable

1]
W

nas 1nflexible policies, procedures, and practice

and, 1ts supervisors encourage teamwcrk, sets hian staniards,

)
e
4
v
[

and encourages people to Jive their best effcrt
some ex+tent (2.72), Black cfficers are generally satisfied
with Coast Guard life. Generally, Blaicks aspire to achieve
the rank of commarde:r; however, thev consider that role models

ard mentors are .mportant "to a creat extent" (4.3}, 3lack
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officers see the process of relocating from one place/duty
station to another as being somewhat of a problem (see Table
5.1). The problems appear to be caused by the frustration
of finding part time and full time employment for themselves
and their spouse, respectively; children and spouse not being
able to adjust to new environment; and, the difficulty in
finding suitable off-base entertainment (see Appendix Q).
Finally, Black officers feel that people are not being trained
at the level that they should be in order to deal with
increased technical and leadership responsibilities required
of Coast Guard officers (See Appendix T).

White officers generally view the Coast Guard the
same way with a few significant differences. For example,
White officers perceive that the equal opportunity and
affirmative action climate of the Coast Guard is significantly
better than that perceived by Black officers. This difference
may be caused by the fact that White officers see the chain of
command as being more receptive to taking action on known or
alleged discrimination issues and thus feel more free about
reporting discrimination through proper channels (see Appendix
R). The fact that White officers feel that the Coast Guard
will ensure "to a great extent" that they have equal opportun-
ity for advancement (4.0l1) and job assignments (3.69) also
contributed to the significance of those differences (see
Appendix K). This is consistent with the 1973 Urban League

Study that revealed that Whites were more "positive than Blacks.
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Although the two groups do not differ significanly
on how fair and equitable they feel people are treated in
general, Black officers feel that favoritism is discouraged
to a lesser extent than do White officers. On the other
hand, White officers feel that deserving people get recogni-
tion to a lesser extent than do Black officers (see Appendix
L).

White officers view role models and mentors as being
less important for Coast Guard officers than do Black officers
(see Appendix N). One possible explanation for this differ-
ence could be that since there are many more White officers
than there are 3lack officers (approximately 4000 vs 69);
that White officers have never had to be in a command where
there were no other officer that "looks like them": thus,
they have never experienced not having them around. There-
fore, White officers may take them for granted. Another
possible explanation could be that since White officers view
the Coast Guard as an equal opportunity employer "to a great
extent", they perceive that people will be advanced and get
ahead based on their own merit and thus do not need mentors
and role models.

Generally White officers view the Coast Guard in a
more positive 1light than do Black officers and probably as
a result White officers are generally more satisified than
Black officers. This appears to also be caused by the fact

that White officers are much more satisfied with the progress
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that they have made up to now and feel better about their chances
of getting ahead than do Black officers (see appendix F).
Black officers and White officers differ with regard to how they
view training. Concern for this dimension exists because both
groups feel that the Coast Guard training is inadequate. Since
this study was conducted shortly after the collision of the
USCG Blackthorn (WLB 391) with the tanker Capricorn, training

may have been brought to the forefront of people's minds.

As a result they may have felt that if the crew of the Blackhorn

had somehow been "better trained”, that the collision would have

been avoided. Typically, Coast Guard vessels perform extremely
well during refresher training at GIPMO thus indicating that they
are very capable of performing their missions.

2. Top Leaders vs 04's and Below (Other)

There are significant differences in how Top leaders and

04's and below view the Coast Guard. Top leaders feel that ecual
opportunity and affirmative action are practiced to a greater

| extent in the Coast Guard than do 04's and below. This is
supported by the fact that generally, top leaders are more
familiar with EEO and affirmative programs and policies. Top
leaders also feel that the chain of command is willing to
take action on known/alleged discrimination to a greater extent
than do 04's and below (See Appendix W). The fact that many of
these officers are CO's, X0's, and Division officers, along
with their related experiences may account for these differences.

In addition, as CO's, XO's and division officers they would be
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responsible for ensuring that a good equal opportunity and affir-
mative action climate exist in their command. Thus, they see
themselves in a much more favorable light than others.

Not surprisingly top leaders show higher career aspirations
than 04's and below. It is believed that since the career aspiration
scale range from Ol to 09 and since top leaders are over half way
up the scale already, their career aspirations would naturally be
greater. In other words, an 05 could not or would not aspire to
be an 02 where as an 02 could aspire to be an 05 and up.

Top leaders are satisfied to a greater extent than are
04's and below. This satisfaction manifest itself in how they
feel about the progress they have made thus far and how satisfied
they are with the organization in general (See Appendix BB).

This implies that the higher up one is in rank, the more satisfied
they are with the organization. This is consistent with the findings
of Dunnette, Arvey, and Banas (1973).

In looking at how top leaders view the adequacy of train-
ing, we find that top leaders feel that people are being trained
only "to little extent"(2.58) to perform their assigned task
and to accept the increasing technical responsibilities required
of their jobs. This is significantly less than the feelings of
04's and below (See Table 5.2).

Both top leaders and 04's and below feel that people
are motivated to do their jobs; that the communication flow
is good; and that supervisors encourage team work, stress high

performance standards, and encourage people to give their best
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effort. In addition, moving and setting up a new household,
finding civilian employment for their spouse, finding suitable
off base entertainment, continuing their education, and finding
part time employment for themselves create serious problems for
both top leaders and 04's and below (See Appendix CC).

3. Black Officers vs Top Leaders

Significant differences exist in how Black officers and
top leaders perceive the equal opportunity and affirmative action
climate, the importance of role models and mentors, career
aspirations, and general satisfaction with the Coast Guard
(See Table 5.3). Essentially top leaders perceive a better
equal opportunity and affirmative climate than do Black officers.
As mentioned earlier, the fact that top leaders are usually
CO's, X0's, and Division officers make them responsible for
ensuring that a favorable EEO and affirmative action climate
exist in their command may cause them to view this dimension
different from Black officers. Top leaders are more familiar
with AAP's than Black officers. In addition, Top leaders feel
that the chain of command is more willing to take action on
known or alleged discrimination issues and feel freer to report
discrimination than do Black officers. Top leaders also indicated
that "to a great extent(4.12)", they feel that the organization
ensures that they have an equal opportunity for advancement.

This was significantly greater than the feelings of Black
officers regarding their opportunities for advancement (See

aAppendix I1I).
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Top leaders consider role models and mentors to be

significantly less important than do Black officers (See Table

5.3 and Appendix LL). Perhaps this is due to the fact that there
has always been an abundance of role models and mentors for

them to choose from as they advanced in rank and sought and

got jobs that were career enhancing. Black officers have not

had this luxury and thus consider them to be very important because
they don't ge. +he guidance they need to select career enhancing
assignments.

Top leaders showed higher career aspirations and are generally
more satisfied than Black officers. Since people logically aspire to
those ranks above their present rank and since many 04's and below
will terminate their career after three years, it is expected that
the career aspirations of top leaders would be higher. Top leaders
are satisfied to a greater extent (4.14) with the Coast Guard.

They are more satisfied with the progress they have made, their
chances for getting ahead in the future, with their jobs, and with
the Coast Guard as an organization in general than Black officers
(See Appendix NN). Thus, they tend to stay longer because the
climate is compatible with their expectations. On the otherhand,
some Black officers leave because the EEO and affirmative climate and
their experiences in the Coast Guard are incompatible with their
expectations.

The shortage of role models also seem to have great impact

on the retention of Black officers. Perhaps Black officers ask

themselves, "Is the Coast Guard really serious in it's attempts
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to recruit and retain more Black officers?" If so then, how can
we account for the fact that the number of Black officers has
only increased from 16 in 1972 to 57 in 19802 Is there something
"wrong”" with the Coast Guard? Is the Coast Guard a viable
employment option for Black college students/graduates? We have
seen that comparing the views of Black officers and White
officers and Black officers and Top Leaders, We find a few
significantly differences in their perspectives of the Coast
Guard. It is these diferences in perspectives that result in

the gap between people’s expectations and their perception of
reality being widened to the point that Black officers become
dissatisfied with the Coast Guard and leave. In particular,

the importance placed on role models and mentors by Black
officers appears to have a tremendous impact on their decision to
remain in or leave the Coast Guard.

Now we can look at how Black college students/graduates
perceive the organizational climate of the Coast Guard and
compare those perceptions with "reality" to see what kind of
image this recruitable segment of the population has of the

Coast Guard.

C. BLACK COLLEGE GRADUATES PERCEPTIONS VS "REALITY"

Since a vast number of jobs in the Coast Guard require a
lot of technical ability, the sample was divided into technical
and non-technical majors to see if there were any difference in

how these two groups of Black college students/graduates perceive
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the Coast Guard. No significant differences were found. It is
believed that this lack of difference is due to the fact that
they have received similar information; however, the validity of
that information may have increased the difference between their

perceptions the Coast Guard and "Reality."

1. Black College Students/Graduates Perceptions vs Black
Officers View of the Coast Guard

Black college students/graduates perceive that people
are being trained to do their jobs more so than do Black officers.
The limited Coast Guard advertisement stressing the technical
aspects of the job and its associated training could account for
this perception. In the case of Black officers, being a part of
the organization, knowing its training and job requirements,
and the amount of publicity given to recent accidents involving
Coast Guard vessels, could account for the way that Black officers
view training in the Coast Guard. ‘ '

Although there are no significant differences between
students perception of EEO and affirmative action and Black
officers views, they do differ significantly on how they perceive
supervisors in the Coast Guard. Students perceive that supervisors
provide more feedback to help improve performange, encourage
teamwork, and encourage information sharing more than do Black
officers. This is consistent with Wanous (1976) findings that
people outside the organization have inflated perceptions compared
to people who have been in the orcanization for over a year.

However, they feel that supervisors are friendly and easy to talk
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with, open minded, and receptive to their ideas to a lesser extent
than do Black officers (See Table 5.9). Since all Black officers
are supervisors to some degree may account for this more positive
perception of Black officers.

Students perceive that the Coast Guard provides less
assistance to help people get quickly settled in new locations
than do Black officers. Although this is contrary to Wanous (1976)
findings of inflated perceptions of outsiders, it is probably
consistent with the amount of knowledge that outsiders have on
"the sponser program” designed for that purpose. Thus, one would

expect students' perceptions of assistance to be lower than

Black officers perceptions in this case.

The perception of students that evaluations reflect actual
performance is significantly higher than Black officers (3.82 vs.
3.33) perception of performance evaluations in keeping with
Wanous (1976) findings.

No significant differences were found between the percep-
tions of students and Black officers views in the area of fair
conflict resolution and recognition given to deserving persons.
The question of the adequacy of the number of role models and
the importance of role models and mentors is of extreme interest
to Black officers since there are so few of them around that
are Black. Black officers feel that role model models are
important to a great extent (4.02). While Black college students
and graduates felt that they were important to a lesser extent

(ranked 8 of 18 items), they felt that there are to some extent
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enough role models and mentors in the Coast Guard (3.31).

2. DPerceptions of Students vs White Officérs and Top Leaders

Greater differences exist between the pérceptions of
Black college students/graduates and White officers' view of
reality than there were between the students' perceptions and
Black officers' views. Students perceived that people are trained
to do their jobs more so than do White officers and top leaders.
Students also perceive that deserving people receive recognition,
that evaluations reflect actual performance, and, that the
Coast Guard provide assistance to help people get settled more
than do White officers and Top leaders. This is consistent with
the findings of Wanous (1976) that perceptions of outsiders about
the organization tend to be higher than the perceptions of employees

of the organization. However, when we compare their perceptions

about supervisors, we see that some results are obtained that

are inconsistent with Wanous (1976) findings. For example

students perceive that supervisors are not as friendly, easy to

talk with, open minded, and receptive to others' ideas as top

leaders and White officers. But student do perceive that supervisors
encourage teamwork and information sharing and provide feedback

to help people improve their performance more so than do Top

leaders and White officers.

Students perceive that EEOQ and affirmative action is prac-
ticed to a lesser extent than do Top leaders and White officers.
Although this is inconsistent with Wanous (1976) findings con-

cerning the perceptions of outsiders, it is consistent with the
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traditional beliefs of the Black community that the Coast Guard,
with its history of racism, has not made many improvements
in the quality of life for Black people and any improvements
macde were forced upon the organization by laws and pressure
from outside the organization. The number of role models and
mentors is seen by Black college students/graduates as
being "somewhat" adequate (3.31) even though they rank it 8
out of 18 items in terms of order of importance to them. Both
White officers and Top leaders consider them to be somewhat
important. No significant difference exist between how these
groups perceive the resolution of conflict. They all feel that
it resolved fairly to some extent.

In summary, generally the perceptions of Black
college students/graduates are closer to those of Black officers
than they are to White officers and/or Top leaders. Perhaps at
one time those perceptions were much closer than they are now
since Black officers and Black students share a common heritage,
share similar experiences, and have the same skin color. Overall,
it must be said that the perceptions of Black college students/
graduates about the Coast Guard are generally more positive
than negative thus, from that standpoint the Coast Guard is

a viable employment option for Black college students/graduates.

D. BLACK COLLEGE STUDENTS/GRADUATES WORK EXPECTATIONS VS "REALITY"

Since all people bring a set of expectations to the organ-

ization, the congruence of those expectations with the
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organizational climate is important because it has a tremendous
impact on whether people leave or stay with the organization

(Dunnette, Arvey, and Banas, 1973; Weitz, 1956; Katzell, 1976;

and Farr, O'Leary, and Bartlet, 1973; Rambo, 1378).

Examining the congruence of Black college students/grad-
uates' expectations with the organizational climate of the
Coast Guard, we find that Black college students/graduates
expect significantly more than Black officers, White officers,
and top leaders perceive is true of the Coast Guard. They expect:
To be trained to do their jobs; recognition for gquality work;
their evaluations to reflect their actual performance; their
supervisors to provide feedback to help improve their performance;
to be consulted on matters that directly affect them; and,
they expect to have equal opportunity for advancement and job
assignments to a "greater extent" (all mean values were above
4.00) than do Black officers, White officers and top leaders
who perceive that these thinés are true of the Coast Guard
only to "some extent" or less (all mean values were less than
4.00). Black college students/graduates expect the organization
to assist them and their families in getting settled in new
location more than all groups of officers perceive is true of
the Coast Guard. They expect conflict within their work group to
be resolved more than Black officers and White officers perceive

is true of the Coast Guard, but about the same as top leaders view

: conflict resolution (see table 5.12).




They expect to have to deal with bureaucracy and red tape
to some extent more than Black officers and White officers
percelve that they would have to do in the Coast Guard and almost
the same as top leaders think. No significant differences exist
between the Black college graduates' work expectation about
being quickly integrated into the activities of the organiza-
tion and the perceptions of White officers and top leaders
in this area. However, their work expectations are significantly
greater than the perceptions of Black officers.

No significant differences were found between the work expec-~
tations of Black college students/graduates and all officer groups
in the areas of friendly, open minded, easy to talk with
supervisors that listen to problems.

Since the work expectations of Black college students/
graduates are generally higher than their perceptions and
since their work expectations are generally higher than all
officer groups view of the organizational climate of the
Coast Guard, these results are consistent with Wanous (1976)
findings of expectations of outsiders being higher than "reality"
as perceived by employees of the organization.

In summary, the fact that Black college students/graduates
expectations are higher than their perceptions of the Coast Guard
means that Black college graduates expect more from their employer

than they feel that the Coast Guard provide its people.
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VII. CONCLUSIONS AND RECOMMENDATIONS

A. CONCLUSIONS

The purpose of this project was to attempt to answer the
question: Given the present state of the organizational climate
of the United States Coast Guard, the job and career expectations
of Black college students/graduates, and, their perceptions
about the Coast Guard; can the Coast Guard realistically expect
to recruit and retain enough Black officers to achieve its goal
of 12 percent Black officers within the next 5 years?

Two hundred and thirty one (231) Coast Guard officers were
surveyed to get their view of the Coast Guard's organizational
climate. Black college students and graduates (187 in all) were
surveyed to obtain their perceptions about the Coast Guard and
their expectations. Supplemental information was obtained
through interviewing Black college students and graduates and
former Coast Guard officers.

The results of this project revealed the perceptions of
Black college graduates were generally higher than all Coast
Guard officers view of the organizational climate of the Coast
Guard. Their perception about the Coast Guard were generally
positive. Their work expectations were higher than their
perceptions. Therefore, the Coast Guard is perceived in a

"positive"” light as a viable employer by Black college students/

graduates. If we look at Figure 7.1, we get a feel for how
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the perceptions of Black college students/graduates and their
work expectations could affect the Coast Guard's recruiting

and retention of Black officers. 1If they perceive the climate
as "good" then their is a high likelihood that we can recruit
most of them into one of our officer programs. Once in the
Coast Guard, if they find that their expectations are congruent
with what they found (reality), there is a high likelihood that
most of them will be "satisified and stay." It is believed
that this category constitutes only a small percentage of
eligible recruitable population, if we use the present number
of Black officers on active an an indicator. There are a few
people that will leave for other reason and therefore fall into
the "low likelihood of retention" category.

Even though there are some people who perceive the organi-
zational climate as being good and will or can be recruited,
once in the Coast Guard, they find it to be worse than they
expected. Therefore, there is a "high prchability that they
will not stay." Of those few that stay, most of them will be
unhappy because of unfilled expectations. While the Coast
Guard would like to be on the upper most limb of this decision
tree, where people find the organizational climate that they
desire and expect; it probably is more realistic to say that
the Coast Guard's recruiting and retention efforts (of Black
officer) fall on the second most upper limb. On this limb (as
stated earlier), there is a high likelihood of.recruiting most

pecple because they perceive that the organizational climate
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is "good." However, once in the Coast Guard, Black officers
find that their expectations go unfulfilled, thus the majority
of them leave. The data in Table 5.8 lends support for this
agrument.

Finally, there are those that perceive the organizational
as good but for various reasons (such as a better job offer,
don't like the military, etc.) will not join the Coast Guard.
Therefore, they fall into the "low likelihood" of being re-
cruited category.

When we consider the segment of the people who perceive the
organizational climate as "not good”, the majority of this
group probably will not be recruited because of those unfavor-
able perceptions.

Although there are those who perceive the organizational
climate in an unfavorable light, some of them can or will be
recruited for various reasons (such as unable to find the kind
of job they want elsewhere, wanting to leave the area that they
are in, etc.). Once in the Coast Guard, if they find that the
climate is better than they expected, there is a high proba-
bility that most of them will stay. 1If they find that the
climate is about the same or worse than they expected, the
majority will probably leave and a few will stay.

The gap thet exist between their perceptions of the Coast
Guard, their work expectations, and "reality” as perceived by
Coast Guard officers must be reduced if the Coast Guard is to

recruit and retain more Black officers. If only the gap
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between Black college students/graduates' perceptions and
"reality" is reduced, the Coast Guard will probably recruit

more Black officers; but, there would still be a gap between
their work expectations and "reality", and as a result re-
tention problems caused by unfulfilled expectations will likely
continue. There will continue to be a shortage of role models
and mentors for young Black officers. If the gap between the
work expectations of Black college graduates and "reality" is
reduced significantly so that there is congruence between the
two, the retention of Black officers should increase. This will
require sincere and earnest efforts on the part of Black officers,
White officers, and Top leaders to improve the organizational
climate of the Coast Guard. On the other hand, if a more real-
istic picture of the Coast Guard's organizational climate is
presented to perspective applicants, work expectations may be-
come more congruent with reality. This can only have a positive

impact on the recruiting and retention of Black officers. The

cost of not doing this maybe that the Coast Guard will return

to its "99 44/100 percent Ivory Snow" image among Blacks.
Thus more Black officers will become disenchanted with the

organization and leave.

B. RECOMMENDATIONS
One of the things that this author asked Coast Guard
officers to do was to give their comments on things that they

felt the Coast Guard could do to recruit more Black officers.
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Some of the White officers felt that the Coast Guard should

not concentrate its efforts on recruiting an particular race

but should concentrate on getting quality officers. Based on
the data that has been presented, here are some of positive
things that this author feels that can be productive in recruit-
ing and retaining more Black officers.

1. Assignments

More Blacks should be assigned as CO's, X0O's, RCC
Controllers, Admiral Aides, etc., while the assigning of Blacks
to PMr and related staff jobs (such as EEO) should be minimized.
In conjunction with this, decluster the assignment of Blacks
in areas such as Headquarters, Governor Island, New Orleans,
etc. This will provide more visibility of Black officers to
the Black community, thus improving the image of the Coast
Guard.

2. Pay and Benefits

Put together better pay and benefit packages and fight
for them along with DOD officials before congressional commit-
tees and with OMB. As long as the pay and benefits are laging
those of the private sector, recruiting and retention will be
a problem especially since Black college graduates perceived
the pay of a junior officer as being only some what adequate
for people with their qualifications (3.10). With the infla-
tion rate in double figures, pay is a major factor that also

affect retention as indicated by Table 5.8.
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3. Advertisement

There should be more money and staff allocated to the
advertisement efforts of the Coast Guard. The Ad Campaign
should stress "telling it like the Coast Guard really is." It
should reflect Blacks in such jobs as CO's, XO's, Ship drivers,
RCC controllers, and other operational jobs. It should reflect
the actual organizational climate that exist in the Coast
1 Guard. Advertisement should be done during prime time, not
from mid-night to 0600. Advertise on those radio and television
stations that have large Black audiences and let people know
what to expect in a career. This would cause people to develop
more accurate percepticns of what the Coast Guard is like and

as a result bring their expectations and perceptions much

closer together. The pay off would be that of the pecple that
you recruit, most of them will tend to stay.

Develop a brochure that reflects the actual successful
career paths of various active duty and retired Black officers.
Get more prominent Blacks to publically endorse the Coast
Guard. Use national minority publications as a forum to discuss
the shortage of Black officers and the organizational climate
of the Coast Guard and urge more Blacks to consider the Coast
Guard as a viable employment option.

4. New Programs

Encourage top Coast Guard and DOT leaders (not

recruiter) to participate in Black social, political, business,




and educational affairs. Such leaders can provide speakers
for fraternities, sororities, conclaves, conferences, con-
ventions, etc. They can provide editorial comments for Black
media in which they talk about the organizational climate of
the Coast Guard and the Coast Guard's historical and future
relationship with Black Americans.

Institute some type of "in college" commissioning program.
It can take the form of tuition assistance (part of full) for
young Blacks and enlisted personnel. Such a program would
provide an influx of young Black officers that can be future
role mentors for other young Blacks. With more people entering
the officer ranks, this increases the chances that the number
of Black officers making the Coast Guard a career will increase.

Devel~p a community assistance program in conjunction with
the Red Cross to help Black youths to learn to swim, sail,
overcome fears of the water, and enjoy the water. Such a pro-
gram can also show the economic benefits related to shipping
activities via water over other forms of transportation.
While this may seem to be a public relations ploy, it is not.
It will provide a valuable service to the community and thus
contribute to the development of a more positive image of the
Coast Guard in Black communities.

Use the pool of present Black officers to formulate a
program. Hold a one week seminar for all Black officers in
the Coast Guard to generate ideas and avenues to follow to

recruit and retain more Black officers. Such a program would
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be cost effective in that it would address ways to deal with
specific perceptions and expectations of Black college grad-
uates in order to reduce the gap between perceptions, expecta-
tions, and reality.

Guarantee job assignments, duty stations, flight training,
postgraduate school, etc., to Black officers upon entry into
the Coast Guard. This would eliminate a lot of uncertainty

and give Blacks greater opportunities to work in their chosen

career field for which they have spent 4 or more years preparing.

Thus, Blacks will be more satisfied with the Coast Guard and as
a result will communicate that greater satisfaction to young
Blacks who ingquire about Coast Guard career opportunities.

This will tend to bring the perceptions of Blacks about the
Coast Guard more in line with "reality" and as a result may
enhance the size of the segment of the people that fall into
the "high likelihocd of being recruited" category.

5. PFitness Reports

Fitness reports should reflect the actual job perform-
ance of the individual since people expect to be evaluated on
th well they do their job. Manditory comments concerning
"support for EEO" should be changed to reflect more descriptive
behaviors that pecple exhibit that shows support for EEO and
Affirmative Action Programs. Presently, the comments related
to this subject generally are meaninglgss and appears to have
little positive affect on the organizatinal climate. It may,
in fact, cause many Black officers to feel that it is a
statement to protect the careers of White ocfficers.
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6. EEO and Affirmative Action

Make concerted efforts to eliminate racial, ethnic,
and sexual prejudice and discrimination through well planned
human relation seminars. These seminars should be mandatory
for all officers, especially senior officers who set the tone
for the racial climate of the Coast Guard. Thus, if it's
irwortant, then top leaders need to demonstrate it by attend-
ing these seminars themselves, especially since they were the
most positive of all officers about the state of the EEO and
Affirmative Action climate of the Coast Guard.

Other ways to improve the Coast Guard EEO and Affirmative
Action climate may require the Coast Guard to change some of
its policies and practices. See Thorne (1979) for a discussion
cf these alternatives.

In summary the data presented in this study says that the
Coast Guard has a fairly good organizational climate but it
has only a few Black officers. Black college graduates and
students perceive the Coast Guard in a positive light but few
have entered or will enter the Coast Guard because they expect
more from their employer than they feel that the Coast Guard
provide its people. The implication is that there will con-
tinue to be few Black officers in the Coast Guard in the
future. The above recommendations are some things that this
author feels will go a long way toward reversing these trends
and thus have a positive impact on the recruiting and retention

of Black Coast Guard officers. In order for the Coast Guard
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to increase the number of guality Black officers, there must

be a change in the organizational climate and possible policies
within the Coast Guard. Without such a change, the Coast Guard
will probably never have significant numbers of none White

officers. Thus, the choice belong to the Coast Guard.
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APPENDIX A
GLOSSARY

JOB-ORIENTED EMPLOYEE EXPECTATIONS: Life is centered around
the job as the most important institutional unit. Major
satisfaction, reward disappointment, frustrations are
connected to work. Satisfaction or dissatisfaction depends
upon the presence or absence of intrinsically satisfying

job experiences.

NON-JOB ORIENTED EMPLOYEE EXPECTATIONS: Life 1s centered
around institutions outside of work. The job is viewed as
a mens to an end, not an end itself. Work is viewed as an
instrument with dispassionate detachment. Work provides a
mean to pursue real life interest. Not emotionally involved
in work, concerned with extrinsic aspects of work and the

work place.

POST-DECISION DISSONANCE THEORY--The theory that employees
feelings toward their organization become more negative
(the organization becomes less attractive) during the
initial period of employment. Developed by Festinger (1957)
says that when an individual decides by choice to transact
with one object or situation and to forgo the other
alternatives that may be available, he/she must begin to
come to terms with his/her act or to reduce his dissonance.
In so doing he/she views their chosen alternative more
positively than before and the unchosen alternatives more

negative than before.
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A SURVEY ABOUT COAST GUARD LIFE

General Instructions

Some questions ask you to check the box that corresponds to

the answer that you would like to give.

Some questions ask you to circle that number that corresponds

to the answer that you would like to give. 1 (:) 3 4 5

Some questions ask you to write the appropriate numbers in

the boxes provided.

Example: If your age on your last birthday was 23, record
it as:lz_l 3

Erase/remove all stray marks that may cause yocur answer (s)

to be misread.




A SURVEY ABOUT COAST GUARD LIFE

PART I: ASSIGNMENTS

1. Where are you presently assigned? Enter the number that
correspond to your answer in the boxes.
01) 1lst District
02) 2nd District
03) 3rd District
04) 5th District
05) 7th District
06) B8th District
07) 9th District
08) 11lth District
09) 12th District
10) 13th District
11) 1l4th District
12) 17th District
13) Headguarters
14) Training Center Governor's Island
15) Training Center Cape May
16) Training/Supply Center Alameda
17) U.S. Coast Guard Academy
18) Other Headquarters Unit

Specify

2. What is your present duty station? Enter the numbers that
correspond to your answer in the boxes.
01) Icebreaker
02) High Endurance Cutter
03) Medium Endurance Cutter
04) Buoy Tender
05) Floating Unit other than above
06) Training Command
07) Loran Station
08) District, Group, Section etc., Office
09) Base
10) Station
11) Shore Unit other than above

3. As of tcday, how many months have you been assigned to
your present permanent unit, base, or duty station?
Please include any extensions you may have had. Enter
the number of months in the boxes.
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4. How much longer do you expect to be at your present
permanent unit, base, or duty station? Enter the
number of months in the boxes.

5. If you had a choice of extending your tour at your
current location, how much longer would you stay
there? Check One

Does not apply, I do not have a specified
tour length . . . . . « +© v v ¢ v 4 i h e e e e .

I would not extend my current tour . . . . . . .

Stay less than 12 months . . . . . . . « . . . .

Stay 12-23 months beyond my tour . . . . . . . .

Stay 24-35 months beyond my tour . . . . . . . .

Stay 36-47 months beyond my tour . . . . . . . .

Stay 48 months or more beyond my tour . . . . . .

6. Before you moved to your current location, how man
different location choices did your submit, eilther
via telephone or officer assignment data card to
your detailer?

NONE. . v v ¢ ¢ 4« o o o o o o o 4« o o o s o o o o«

4 L L L e e e s e e e e e e e e e e e e e e e

5 or more . . . . e e e e e e e e e e e e e e

7. When you moved to your current location, which
location choice did ynu actually receive?

I was not assigned to any location of my choice. . .

1st choice . . .« ¢ v ¢ v ¢ ¢ e o o o o o« o o o o

2nd chodce . . . . & & . i i i e e e e e e e e e

3rd choice . . . ¢ ¢ & 4 ¢ i et e e e e e e e e e

4th choice . . v v v ¢ v v ¢ o o o o o o « o o« « o

5th choice . . . ¢ ¢ ¢ v ¢ ¢ v ¢ v e 4 e 4 e e e e
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8. In all the time you have
many permanent change of
you had?

C . ¢« v ¢« ¢ v e

1

been on
station

active duty, how

(PCS) moves

have

Check one

9. When you moved to your current location, about how much
money did you spend on moving expenses FOR WHICH YOU DID
NOT OR WILL NOT GET REIMBURSED?
expenses for you and/or your dependents such as: travel
expenses; cost of temporary housing; cost of replacing
items that were damaged or could not be moved; and other
expenses for moving and setting up a new residence.
PLEASE GIVE YOQOUR BEST ESTIMATE.

enter all ZEROS.

UNREIMBURSED MOVING
EXPENSES (in dollars)
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10. Think about your PCS move to your present permanent unit,
base, or duty station. For each item below, indicate if
it was a serious problem, somewhat of a problem, a slight
problem, or not a problem. Circle one.

DOES A SOMEWHAT A
NOT SERIOQUS OF A SLIGHT NOT A
APPLY PROBLEM PROBLEM PROBLEM PROBLEM

Adjusting to a higher

cost of living 0 1 2 3 4
Moving and setting up

a new household 0 1 2 3 4
Paying for unreimbursed

moving expenses 0 1 2 3 4

Finding off-duty

employment for

yourself 0 1 2 3 ¢ 4
Finding civilian

employment for your

spouse or dependents 0 1 2 3 4
Continuing your

education 0 1 2 3 4
Finding permanent

housing 0 1 2 3 4
Finding shopping

areas 0 1 2 3 4
Children adjusting to

new environment 0 1 2 3 4
Spouse adjusting to

new environment 0 1 2 3 4
Adjusting yourself to

new environment 0 1 2 3 4
Finding recreational

facilities 0 1 2 3 4
Finding suitable

on-base

entertainment 0 1 2 3 4
Finding suitable off-

base entertainment 0 1 2 3 4
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Questions 11 through 62 should be answered by writing the number
which corresponds to your desired answer in the space provided
as illustrated in this example:

Q: To what extent does your supervisor encourage the
members of your work group to give their best efforts? 3

If you feel "to some extent," then write "3" in the box.

1l 2 3 4 5
To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

11. To what extent does your assigned work give you pride and
feelings of self worth?

12. To what extent do you regard your duties in this organiza- ;
tion as helping your career? i

13. To what extent did this organization provide you and/or E
your family adequate information and assistance to get
settled quickly and comfortably in the area?

14. To what extent are newly reported personnel gquickly
integrated into the activities of this organization?

15. To what extent is your organization effective in getting
you to meet its needs and contribute to its effectiveness?

16. To what extent does your organization do a good job of
meeting your needs as an individual?

PART II: COMMAND ORGANIZATIONAL CLIMATE DIMENSION. Refers to
conditions, policies, and procedures within which a work group
operates. These conditions and policies are created for a

work group by other groups, especially by those groups above it
in the command hierarchy. Climate conditions set bounds on

what does and what does not go on within any work group. Aspects
of climate, as listed below, can help or hinder groups, or do
both at the same time. The term work group refers to a Branch,
Division, or Department.

17. To what extent is the amount of information you get from
other work groups adequate to meet your job requirements?
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18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

4

2

1 3 5

To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

To what extent does this organization do a good job of
putting out the word to you?

To what extent is the chain of command (those above you)
receptive to your ideas and suggestions?

To what extent are decisions made in this organization at
those levels where the most adequate information is
available?

To what extent is information widely shared in this
organization so that those who make the decisions have
access to available know-how?

When decisions are being made, to what extent are the
people affected asked for their ideas?

To what extent do you feel motivated to contribute your
best efforts to the organization's mission and tasks?

To what extent are there things about this organization
(people, policies, or conditions) that encourage you
to work hard?

To what extent do people who work hard receive recog-
nition from the organization?

To what extent does this organization have a real interest
in the welfare and morale of its personnel?

To what extent are work activities sensibily organized in
this organization?

To what extent does this organization have clearcut,
reasonable goals and objectives that contribute to

its mission?

To what extent is the workload and time available taken
into consideration in planning your work group
assignments? -

To what extent are people at higher levels of the
organization made aware of the problems at your level?
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1 2 3 4 5
To A To A. To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

31. To what extent does your latest performance evaluation |
reflect your actual job evaluation?

32. To what extent is discipline administered fairly
throughout this organization?

33. To what extent are work assignments in this organization
fairly made?

34. To what extent do people in this organization discourage
favoritism?

35. When you need help, to what extent can you easily find
the proper person who can help you?

36. To what extent do you not have to go through a lot of
"red tape" to get things done?

37. To what extent do you understand the reasons for the
long-standing rules and regqulations of this organization?

PART III: SUPERVISORY LEADERSHIP DIMENSION. These questions
ask you about the behavior of your supervisor toward subordinates.

38. How friendly and easy to approach is your supervisor?

39. To what extent does your supervisor pay attention to
what you say?

40. To what extent is your supervisor willing to listen to
your problems?

41. When things are not going as well as your supervisor
expects, to what extent is it easy to tell him/her?

42. To what extent does your supervisor try to work out
conflicts within your work group?

43. To what extent does your supervisor encourage the members
of your work group to exchange opinions and ideas?
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44.

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

55.

56.

57.

58.

1 2 3 4 5

To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

To what extent does your supervisor encourage the
members of your work group to work as a team?

To what extent does your supervisor stress a team goal?

To what extent does your supervisor encourage the
members of your group to give their best efforts?

To what extent does your supervisor expect high standards
of performance from the members of your work group?

To what extent does your supervisor help you to
improve your performance?

To what extent does your supervisor offer you ideas
to help solve job-related problems?

To what extent does your supervisor help you plan,
organize, and schedule your work ahead of time?

To what extent is this organization adequately
training you to perform your assigned task?

To what extent is this organization training you
to accept increased leadership responsibility?

To what extent is this organization training you
to accept increased technical responsibility?

To what extent do you feel free to report discrimination
in this organization through proper channels?

To what extent does this organization ensure that you
have equal opportunity for advancement in rank/grade?

To what extent does this organization ensure that you
have egqual opportunity for job assignments?

To what extent are you familiar with this organization's
grievance and redress procedure?

To what extent is your chain of command (those above you)
willing to take action on known or alleged discrimination
issues?
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1 2 3 4 5

To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

59.

60.

61.

62.

63.

64.

65.

66.

67.

To what extent are you familiar with this organization's
Affirmative Action Plan (AAP)?

To what extent are ycu familiar with Equal Employment
Opportunity Programs (EEOP)} of this organization?

To what extent are role models important for Coast
Guard Officers?

To what extent is 1t important for Coast Guard Officers
to have mentors? (Mentor refers to a trusted counselor
to advise you on matters of importance to you).

Do you have a mentor? (Check one) yes no

If so, please give their name, rank, and position.

What is the maximum pay grade you hope to achieve before
you Zinally leave the Coast Guard. Circle one.

Wl W2 w3 W4
01 02 03 04 05 06 07 and above

What pay grade do you expect to achieve before you finally
leave the Coast Guard? Circle one.

Wl W2 w3 W4
01 02 03 04 05 06 07 and above

About how many of the people in your primary work unit
{branch, department, division, etc.) are members o

racial or ethnic minority groups? Enter number in the boxes.

About how many of the people in your command are members

of racial or ethnic minority groups? Enter number jin th
boxes. ! [
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Answer Questions 68 through 73 using the scale below.

1 2 3 4 5
Very Somewhat Neither Fairly Very
Dis- Dis- Satisfied Satisfied Satisfied
satisfied satisfied or
Dis-
satisfied

68. All in all, how satisfied are you with the people
in your work group?

69. All in all, how satisfied are you with your supervisor?

70. All in all, how satisfied are you with this organization?

71. All in all, how satisfied are you with your job?

72. All in all, how satisfied do you feel with the progress
you have made in the Coast Guard up to now?

73. How satisfied do you feel with your chances for getting
ahead in the Coast Guard in the future?

PART IV: INDIVIDUAL CHARACTERISTICS

74. Are you male or female? Check one. Male . . . .

Female .

75. How old were you on your last birthday?
(Write your age in these boxes)

r—— 1

76. What do you consider to be your main racial or
ethnic group? Check one.

Afro American/Black/Negro . . . . . . . .

American Indian/Alaskan Native . . . . . . . . . . .

Hispanic/Puerto Rican/Mexican/Cuban/
Latin/Chicano/Other Spanish . . . . . .

Oriental/Asian/Chinese/Japanese/
Korean/Filipino/Pacific Islander . . . . . . . .

White/Caucasian . . . . v « « v « « « « .

Other |
Specity ‘
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77.

78.

i e — AR <=t .

What 1is your marital status NOW? Check one.

Married . . . ¢ et e e e e e e e e e e e e e e e

Widowed . . . & ¢ i h i e e e e e e e e e e e e e e e

Divorced . . . v v ¢t et e e e e e e e e e e e e

Separated . . . . . e e v e e e e e e e e e e e e e e

Single, never married . . . . . . . . . . 4 4 e e .. .

What was your family's TOTAL INCOME, before taxes and
other deductions, for all of 1979. Include you and
your spouse's military and civilain wages and salaries,
interest and dividends, pensions, social security or
retirement benefits, unemployment compensation, alimony,
child support, and any other sources of income.

Check one.

0 - 14,999 . . . .. L L0 0 e e e e e e
15,000 = 19,999 . . ¢ ¢ v o . h e e e e e e
20,000 - 24,999 . . . . . . . .0 0w e e e e e
25,000 - 29,999
30,000 - 34,999 . . . L . .00 0w e e e e e
35,000 and above . . . . . . . . 0 0 00 e e e e
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79. AS OF TODAY, what is the highest educational level that you
have completed? DO NOT INCLUDE DEGREES FROM TECHNICAL,
TRADE, OR VOCATIONAL SCHOOLS. Check One.

No Degree or Diploma . . . « « ¢ v v ¢ v o o o o o « .
GED Certificate . . . . . ¢« . .+ ¢ o o 0 0 0 e e .
High School Diploma . . . ¢ « v « &+ v o o o o o o o o
Associate/Junior College Degree . . . . . . . . . . .[:j
Some Bachelor's training, no degree . . . . .« . . . .[:]
Bachelor's Degree (BA/BS). . + .+ . + ¢ « « o« o« o o o 4
Some Master's training, no degree . . . . . . . . . .

Master's Degree . . . ¢ ¢ ¢ « 4 4 e e e e e e s e e

Some Doctoral training, no degree . . . . . . . . . . }

Doctqral Degree (PhD/MD/LLD) . . . . « o ¢« « « o « + .

Other Degree not listed above . . . . . . . . . . .

Please specify

80. 1If you have graduate training (beyond BS/BA), was it
Coast Guard sponsored?

Not applicable . . . . . . « ¢ v ¢ ¢ & v 4 4 e e .

YES & v v v e e e e e e e e v e e e e e e e e e e e

o

81. What is the highest grade or year of regular school or
college that your spouse has completed and gotten credit
for? 1If you have no spouse, omit this gquestion.
Otherwise, circle one.

HIGH SCHOCL GRADES: 9th 10th 11lth 12th (include
GED)

COLLEGE-YEARS OF CREDIT: 1 2 3 4 S 6 7 8 or more
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How many people do you support. Do not include yourself.
(Support means that you provide over half the cost of items
required for their well being. Such items may include
food, shelter, clothing, medical and dental care, eduation
etc.)

NORE . v ¢ ¢« ¢ ¢ e o o v o 4 o o o o o« o o o 4 8 a2 .

. . . . . . . . . . . - . . . - . . . . - - . .

—
o

OF MOLXE . =+ o « « « o s o e o o o o s o « =

OB

What 1s your present pay grade. Circle one.
WARRANT GRADES: Wl W2 W3 W4

OFFICER GRADES: 0l 02 03 04 05 06 07 and

|
|

84.

above

What is your primary occupational field or warrant specialty?

Enter Appropriate number in the boxes below.

Officers

01)
02)
03)
04)
05)
06)
07)
08)
09)
10)

Personne

1

Management

Comptrol

lership

Merchant Marine Safety

Engineer
Aviation
Operatio
Reserve
Legal
Other

ing

ns

Specity
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Warrant Officers

11)
12)
13)
14)
15)
16)
17)
18)
19)
20)
21)
22)

Boatswain

Weapons

Communications
Electronics

Naval Engineering
Aviation Engineering
Material Maintenance
Personnel Administration
Public Administration
Public Information
Finance and Supply
Medical Administration




85.

86.

87.

Through which of the following officer procurement programs
did you obtain your commission/warrant? Check one.

Academy Graduate . . . . . . .

Officer Candidate School or
Officer Training School . . . . . . . . . . .

Aviation Officer Candidate or
Aviation Cadet . . . . . . ¢ . i e e e e e e

Warrant Officer Program . . . . . ¢ v ¢ & o o « o« .

Direct Appointment from Civilian
Status . . . . L L L 0 L L e L e e e e e e e e

Other

Specify

To the nearest month and year, how long have you been on
active duty? If you have had a break in service, count
current time and time in previous tours. Count time
spent as prior enlisted personnel. Do not count time
spent at the Coast Guard Academy as a cadet.

Years e e e e e e e e e e e e e e e e

and

Months . . . . o v o o 0 v e e el e e e e e e e (

How many years of obligated service do you have remaining
on your present obligation? Check one.

Does not apply, I do not have a service obligation .

Less than 1 year . . . . . . . . . . .

At least 1 year but less than 2 years . . . . . . .

At least 2 years but less than 3 years

At least 3 years but less than 4 years

At least 4 years but less than 5 years

5 years Or mOre . . . .« « « « « 4 e e 4 e a4 e e ..
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88.

Which of the following areas include the place where you
lived most of the time prigor to active duty? Enter the
appropriate number in the box.

l) New England--Conn., Me., Mass.,N.H.,R.I.,Vt.

2) Middle Atlantic--N.J., N.Y.,Pa., Del.

S .

~-

3) South Atlantic--Fla., Ga., Md., N.C., S.C., Va., -
W. Va., Wash. D.C.

4) South and Western South--Ala., Ky., Miss., Tenn.,
Ark., La., Okla., Tex.

5) Great Lakes--Il1l., I..d., Mich., Ohio, Wis.

6) Great Plains and Mountains--Iowa, Kan., Minn., Mo.,
N.D., Neb., Ariz., Colo.,
Idaho, Mont., Nev., N.M.,
Utah, Ky.

7) Pacific--Alaska, Calif., Hawaii, Ore., Wash.

8) Territories and Possessions of the U.S.

9) Foreign Country
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DEPARTMENT OF TRANSPORTATION

UNITED STATES COAST GUARD SMC # 2017

Naval Postgraduate School
Monterey, CA 93940

From: Lt. Percy 0. Norwood, Jr., 427-86-2502, USCGR
To: Fellow Coast Guard Officers

Subj: A Survey About Coast Guard Life

1. As a student at the Naval Postgraduate School, Monterey, (C>lifornia, I
have chosen for my thesis topic "A Comparison of Coast Guard Life with the
Job/Career Expectations of Black College Graduates and Their Perceptions of
Coast Guard Life." In order to do this study, I need your input.

2. Your responses will be kept anonymous. However, the results of this sur-
very will be shared with the offices of Military Personnel, Civil Rights,
Advertisement and other interested offices with the hope that it will con-
tribute to the Coast Guard's efforts to increase the number of Black officers
on active duty.

3. I would be most appreciative if you would take a few minutes to complete
this questionnaire; and, return it to me within two weeks of receipt. A
postage-free, self-addressed envelope is enclosed for your convenience.

Thank you for your cooperation,

m : )

K\::f;iA—:a;/ ' ?‘6{//69'71LLf13 ’
. N JR.

PERCY RWOOD, JR

Enclosures: 1. Questionnaire
2. Envelope
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APPENDIX C

Interview questions for former Coast Guard Officers

1. Why did you get out of the Coast Guard?

2. What are you doing now (Employment wise)?

3. Were you married at the time you left the Coast Guard?

4. How much of an impact did your spouse have on your
decision to get out of the Coast Guard?

5. How many Black officers were assigned to your command?

6. Have you considered returning to active duty for an
extended period of time?

7. What do you think the Coast Guard can do to get more
Black officers?

A i o - 0
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APPENDIX D
A Questionnaire About Job/Career Expectations of Black College
Graduates and Their Perceptions about the Coast Guard

General Instructions

) Some questions ask you to check the box that corresponds

to the answer that you would like to give

Some questions ask you to write your answer in the space

provided.

) Erase/remove all stray marks that may cause your answer(s)

to be misread.
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PERCEPTIONS OF BLACK COLLEGE GRADUATES ABOUT THE COAST GUARD

Using the scale below, indicate to what extent you think these
statements are characteristic of the Coast Guard.

11.

12.

1 2 3 4 5
To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

The Coast Guard assigns people to

self-rewarding jobs.

The Coast Guard adequately trains

interesting and

people to do their jobs.

The Coast Guard provides you with ample opportunities to

work in a well integrated work environment.

The Coast Guard normally assigns people to responsible

leadership positions early in their career.

The Coast Guard provides you/your family with adequate
assistance to get settled guickly and comfortably in

new locations.

The Coast Guard has superiors/supervisors that are easy

and friendly for subordinates to talk with.

The Coast Guard has superiors/supervisors that are open
minded and receptive to ideas of subordinates.

The Coast Guard resolves conflicts fairly, without

to race, color, sex, religion, or national origin.

The Coast Guard gives recognition to deserving persons.

In the Coast Guard, people are evaluated on how well

they perform their jobs.

In the Coast Guard, people are encouraged to work as a
team and to share information.

In the Coast Guard, superiors/supervisors provide you
with feedback to help you improve your performance.

regard




r——

1 2 3 4 5
To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

13.

14.

15.

Quest

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

The Coast Guard has an adequate number of role models
for you to emulate.

In the Coast Guard, the pay of a junior officer is
adequate for a person of your qualifications.

The Coast Guard offers excellent chances/opportunities
for promotions/advancements.

ions 16 thru 32 ask you about your Job/Career Expectations.

To what extent do you expect to be quickly integrated
into the activities of the organization?

To what extent do you expect the organization to provide
you and/or your family with adequate information and
assistance to get settled quickly and comfortably in

a new location?

To what extent do you expect your superiors to be
receptive to your ideas and suggestions?

When decisions are being made that affect you, to what
extent do you expect to be consulted?

To what extent do you expect to receive recognition from
the organization for guality work?

To what extent do you expect your performance evaluation
to reflect your actual job performance?

To what extent do you expect people in the organization
to share information so that those who make the decisions
have access to as much information as possible.

To what extent do you expect people in the organization
to discourage favoritism?

To what extent do you expect to have to deal with long-
standing rules and regulations in an organization?

To what extent do you expect your supervisor to listen
to your problems?
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1 2 3 4 5
To A To A To To A To A
Very Little Little Some Great Very Great
Extent Extent Extent Extent Extent

26. To what extent do you expect your supervisor to assist
you in working out conflicts that occur within your
work group?

27, To what extent do you expect your supervisor to encourage
and stress team work?

28. To what extent do you expect your supervisor to be
friendly and easy to approach?

29. To what extent do you expect your supervisor to help
you to improve your performance?

30. To what extent do you expect the organization to
adequately train you to do your job?

31. To what extent do you expect the organization to ensure
that you have an equal opportunity for job assignments
and advancements?

32. To what extent are role models important to you?

33. It is important for vou to have a mentor? Check one: yes

no

34. Do you have a mentor? (If so, give their name and

position) yes
no

35. When you finally leave the organization, what position do

you expect to hold at that time?
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NAVAL POSTGRADUATE SCHOOL
Monterey, CA 93940

Dr. J. R. Doe

Vice President for Academic Affairs
Sample University

Sample, CA

Dear Dr. Doe:

I am a U. S. Coast Guard Officer attending the Naval Postgraduate
School, Monterey, Califormia. Since the Coast Guard is constantly
looking for ways to increase minority representation in its officer
ranks, I am conducting a study to aid these efforts. In this study, I
am comparing the organizational climate of the Coast Guard with the
job/career expectations of Black college seniors and their perceptions
about the Coast Guard.

This study is done under the auspicies of the Naval Postgraduate
School with the support of the U. S. Coast Guard. It is my hope that
the results of this study will be a useful tool to assist the Coast
Guard, as an organization, in redirecting and refining its minority
recruiting efforts in a direction that would lead to achieving its
goal.

Respectfully, I request permission to conduct interviews and a
survey on your campus on 29 September 1980. Your assistance in making
available: (1) a meeting roam; (2) at least ten seniors (male and/or
female) to participate in an approximate fifteen minute interview; and
(3) at least thirty seniors to camplete the enclosed survey instrument
will be greatly appreciated.

Sample University was chosen as a source to obtain this information
because of: (1) its reputation for academic excellence; (2) its pre-
dominately Black student body; (3) its location in a major metropolitian
city in the south; (4) the wide variety of academic programs offered; and
(5) because it has provided quality officers and enlisted persons for
the U. $. Coast Guard and the Armed Services.

The indentity of Sample University and the students who participate
in the study will be kept confidential.

If you need further information, please contact me at the above
address or (408) 372-3601. I look forward to seeing you and members
of the Sample University student body on 29 September 1980.

Sincerely,

Percy O. Norwood, Jr.
Lieutenant, U. S. Coast Guard
Enclosure: Survey Instrument
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APPENDIX E

INTERVIEW QUESTIONS FOR BLACK COLLEGE STUDENTS/GRADUATES

(1} Have you ever considered becoming an officer in the Coast
Guard as a source of employment/career?
{2) What are some of the reasons that you have or have not

considered the Coast Guard as a viable source of employ-

ment?

(3} What are some of the other agencies that you are considering
as a source of employment/career?

(4) What are some of the reasons why you are considering these

agencies?
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APPENDIX F

PROFILE OF BLACK COLLEGE STUDENTS/GRADUATES SAMPLE

MAJOR
Accounting and Finance
Architecture
Art

Automotive Engineering
Biology

Business Administration
Business and Office Education
Chemistry
Communications-English
Computer Technology

Criminal Justice

Elementary Education

Health, Physical Education, and Recreation

History

Home Economics
Management

Marketing
Mathematics

Music

Social and Political Science
Social Work

Special Education
Speech

Technical Education
Vocational Education
Missing/not listed
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SEX Number

Male 61
Female 120
Not Listed )

CLASSIFICATION
Ssraduate Students 8
Seniors 155
Juniors 24
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APPENDIX G

JUAST GUARD CQFFICER SAMPLE PROFILE

Number of No. returned Number Effective
questionnaires w/o being returned return
A. Pay Gride mailed out delivered campleted rate
Wl-W4 13 0 12 63.2
a1 59 6 22 39.6
J2 77 3 52 70.3
3 86 4 72 87.8
sS4 51 3 32 66.7
J5 3C 1 26 89.7
36 i3 1 14 82.4
2T oxoup N 0 1 100
TOTALS 34l i8 231
DIRECT WARRANT
OCS  USCGA COMMISSIONED PROCRAM  OTHERS
3, 2MMISSION SOURCE: 75 120 8 12 16

T, SEX: MALE FEMALE
4 7
MARTTAL STATUS: MARRIED

e ——————

WIDOWED DIVORCED SEPARATED SINGLE OTHER

176

3

14

8

3

35

6




[

PRIMARY OCCUPATION OR SPECIALITY
Personnel 10
Management 10

Camptrollership 4

Marine Safety 55
Engineering 27
Aviation 13

GRADUATE TRAINING OF PARTICIPANTS
No graduate training

Coast Guard Sponsored

Not Ccast Guard Sponsored

Missing or not listed

RACE

Blacks 57
Hispanics 1
Asian-American 1
Caucasian 167

Other 5

Cperations
Reserve
Legal
Other
Warrants

Missing or not listed

108
71
41

11

61

%))

18
12
2
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APPENDIX H

Format For the Computation of Mean Values For All Dimensions

COCMFLTE “FTIVAFA:(C[I‘CLZ*“l)*“l0*;15’&16053s031&¢92€o:36)/13
00 RePcal XCC il JlZsQlYanlarwiDrwlbrwldsuldbradoeyl26/
. IF (XC tw 9) “CllvaTa=9
' END REPEAT
CCMPUTE COMMUNTC=( QL7401 19+020432140224(20V/7
DG KEPEAT AC=3l7,Qlc QIS hac)odlnil2 3G/
IF (XQC EJ 91 CC¥MLNiC=)
ENL REPEAT
CCMFLTE CCALEAOR=(027¢C22+,29) /13
BC REPZAT 29202790230 025/
1F X3 £Q S) CLaLtMPh=9
END REPEAT
CCMPUTE EQCPPAFF =[G aey S 10nrST+ S541,554060) /7
DC KEkPFAT AC=C0S4,0°S,0%c4u57,4,97403%5% 000/
IF (XC +C 9) EQUPFAFF =9
ENC REPEAT
—"CQNFbIQ FLET=(129¢C214C224322+73410 /5
DG REPEAT XC=CZ5OQ3[vC52v~3’wa*/
1F (XC EQC 9} FLEi=s
ENC REPEAT
CCMFLTF RFOTAPE=(C254(26+(371/3
CC FEPCAT AC=C3S54 0264737/
1F (Xq¢ FJ 9) AFCTave=9
ENU REPEAT
COMFLTE QCLEXCOS=(C¢L1+CE2YV/2
IF (C61 ¥y S 2 ¢ +», ¢) ~OLEMZLS=9
kzCCuUE Tﬁ;.)?‘ (L1 Trel D=2 ) 03023010 {02=02)()3=)3)(0a4=04)(09=" ) ( h=4)
=07)
CCMFLTE CAREFIAS=( ,2we(cS)/2
1F (C€4 €. S [R JF5 t0 %) CAnrcRaAS=S
CoMPUTE SATISEACS Qe e QaGeCiCrelLeXl2e0T V)00
03 RLPEAT Xe=053, 066,073,071, 372,373/
iF (XG €6 51 SaT[SHAC=>
ENU KEPEAT
COMIUTE ?FECC[?§=(C1”AOCI”'*ul)C*&lCCf~lJCo‘l)r'.1Ou"13h~4131‘ulCJ*”lOK‘
CC RePEatl L{SE'uAuy0glw§)/.‘
l; cre g?");}):;']:}‘:"l Conlo ™y 3lUes alLF QL0 enldm, .\.u‘vsl)J'\.LgK“_lL,L,
Xe 3 S} RFL ICx=2
ENC ncPEAT - c¢
COMFUTF SUPLNSHO 2 {98026 Wl el eCLT00b30(uds 65+,CLE6 4 5T 0 04n <
00 kePeat ";:c'z‘—'L“Jg";"'""lr‘-":'J'f} “'4vu~‘.v~‘~)..‘<f‘psfat‘:\‘¢‘: .:’.:SL RS
if (XS £3 9) SUFLLLE =y
ENC REPEAT
CCvruIl TRAINIAC=(Q e 800 5301/
UL rtpPral TezQtly 282,01/
[F (xC FQC S TPA[AINC2Y
ENC RePtal

WBCLEeCS,

ASSION MISSIM S MOTIYNTY rrmv im0 A EMpR  F COpAFF b T, 3F T ap=
(3)

CARLLRAS TS A s LUl Xy SuriLarp, e INTYY
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APPENDIX I

STUDENT T-TEST FCR BLACK CFFICERS VS WHITE CFFICERS ALCNG THE “UESTIONS
COMPOSING THME MCTIVATICN DIMENSICN

No, of Standard 2-Tail
Cases ~ Mean [leviation Prerabili- -
To what extent does your assisned work give you
pride and feelings of self worih?
Black Cfficers 57 3.63 1.2 .86
White Cfficers 165 3.60 1,22
To what extent 4o you recard ycur duties in this
organization as nelping yeur career?
Black Cfficers 57 3.33 1.2C 2n
White Cfficers 164 3.5C 1.22 e
To what extent did this organization provide you
andfor yeur fazily acequate information and
assistance %0 se. seitled quickly.and comforiably
the area?
Black Cfficers 57 2.51 1.2¢ Q
White Cfficers pCTA 2.37 1.22 e
To what extent are newly repartea personnel
gquickly iniegrated into the activiiies of thiz
organization?
Black Cfficers 7 2.2l i 1
White Cfficers 164 3.:9 o HF ‘
To wnal exteni is yeur organxza:ion affective in
getting you to meet ils needs and contribule Lo iis
effectiveness?
3lack Cfficers 57 Zau .38 o
Whive Cff;cers 164 3453 .27
To wiati extent does ycur organization do a cood
Job of meeting your needs as an indivijval?
Black (fficers 57 2.281 1.C2 s
vhite Cfficers 165 2.93 .12
To whal extent dc ymu feel rotivaled o contri-
bute your bes. efforus .o ihe orpanization's
Tission and tasks?
Black Cfficers cé 3.eC 1.l LA
wWhite (fficers 164 3.6C .92
To what exten. are there things abou: -his
crganization (reorle, polic:cs, or cendisions)
that encourage o4 .0 work hard?
Black Cfficers 55 3,22 1.17 20
white Cfficers 162 3en3 1.C5 ‘
To what ex.eni do people who work hard receive
recognition from Lne crranization?
Black Cfficers 56 3.2 1.17 .C5
white Cf{ficers 164 2.87 1.08
To wha. extent doez his orcanization nave a real
interes® ;n wre weilfare and ~orale of iu5 personnel?
Black C_A.Acuf 57 3.18 €8
dhlvc Lfficers 164 3.2C '
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APPENDIX J

STUDENT T-TEST FCR BLACK CFFICERS VS WHITE CFFICZIRS ALQNG THE QUESTIONS
CQMPCSING THE CQMMUNICATICN DIMENSION

No. of Standard 2-Tail
Cases Mean Deviation Frobabilis:
To what extent is the amount of information you
get from other work groups adequate Lo meetl
your job requirements?
Black Cfficers 57 3.07 .88 .53
White Officers 163 3.16 .02
To what extent does this organization do a
good job of putting out the word to you?
Black Officers 57 3,23 1.02 .71
White Officers 164 3.17 b
To what extent is the chain of command (those
above you) receptive ‘o your ideas and
suggestions?
Black Officers 56 346 W91 27
White Officers 164 J.62 .92 ‘
To what extent are decisions made in this
organization aL those levels where the most
adequate information is available?
. Black Officers 5?7 3.28 .58 37
White Officers 164 3.1 .96 =
To what extent is information widely shared in
this organization so that those who make the
decisions have access %0 available know-now?
Black Of{icers 57 3.32 1. 32
White Officers 163 3.46 .87 e
When decisions are bei:ng made, -0 what extent are
the people affected asked for thier ideas?
Black Ofricers 56 2.96 l.l4 21
White Officers 164 3.18 1.Cu *
To what extent are people at higher levels of the
organization made aware of Lhe problems at your
level? .
Black Officers 56 3.59 .93 .10
White Officers 164 3435 .99

o o
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APPENDIX K

STUDENT T-TEST FOR BLACK CFFICERS VS WHITE CFFICERS ALONG THE QUESTIONS
COMPOSING THE GCAL EMPHASIS DIMENSICN

Ta what extent are work activi-ies sensibily
organized in <his orcanization?

Black Qfficers

White Cfficers

To what extent does -his organization have
clearcut, reasonable goals and objectives
that contribute to its mission?

Black Officers

Wnite Officers

To what extent is the workload and lime
available taken into ccnsideration in planning
your work group assignments?

Black Officers

White Officers

Nos of

Cases

54
164

57
164

Sk
164

3.14
3.4l

Standard 2-Ta2il
Deviation Prerzbili-oy

.02 oC3

l9l‘

1.C8 .1C

1.00

l.14 e

1.08 -5¢




APPENDIX L

STUDENT T-TEST rOR BLACK (FFICERS VS WHITE OFFICERS ALONG THE QUESTICNSG
COMPOSING THE EQUAL OPPORTUNITY AND AFFIRMATIVE ACTICH

DIIMENSION
No. of Standard 2-Tail
Cases Mean Deviation Probability

To what extent do you feel free to report dis-

c¢rimination in this organization through proper

channels?
Black Officers 57 3.63 1.41 .08
White Ofticers 163 4.00 1.C7

To what extent does this organization ensure that
you have equal opportunity for advancement in

rank/grade?
Black Officers 56 350 l.1le .ClL
White Officers 164 L4e0d .90

To what extent does this organization ensure
that you nave equal opportunity for job

assignment?
Black Officers 56 3.2¢ 1.29 03
White Ofticers 1ok 3.69 1.12 ‘
To what extent are you familiar with this organi-
tion grievance and redress procedure?
Black Officers 57 3.65 1l.16
White Cfficers 164 3.54 1.21 -56
To what extent is your chain of command {those
apove you) willing %o take action on known or
alleged discrimination issues?
Black Officers Sk 3.52 1.11 .02
Whlte Cfficers 157 3-92 -9L
To what extent are you familiar with this
organization's Affirmative Action Plan (AAP)?
Black Ofticers 55 3.07 1.27 .58
White Officers 164 3.18 1.32
To what extent are you familiar with Equal
Employment Cpporiunity Programs (LEOP) of this
organization?
Black Ofricers 57 3446 1.21 22
White Officers 163 323 l.24 :
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APPENDIX M

STUDENT T-TEST FOR BLACK OFFICERS VS WHITE OFFICERS ALONG THE QUESTIONS COMPCSING
THE FAIR AND EQUITABLE TREA TMENT DIMENSION

No, of Standard 2-Tail
Cases ~ Mean Deviation Probabilicy
To what extent do people wno work hard receive
recognition from the organization?
Black Officers 56 3.21 1,17 05
White Officers 164 2,87 1.08 *
To what exten: does your latest performance
evaluation reflect your actual job evalu-~
ation?
Black Officers 54 3.33 .24 10
White Officers 161 3465 1.03 *
To wnat excent is discipline adminscered fairly
throughout this organization?
Black Officers 54 2.39 1,22 .17
White Cfficers 163 3.64 1.03
To wnat extent are work assignments in this
organization fairly made?
Black Cfficers 54 3.30 1.06 W16
White Cfficers 162 3.53 /N
To what extent do people in this organization
discourage favorivism?
Black Officers 54 2.94 1,28 .05
White Officers 162 3.33 1.02
154
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APPENDIX N

STUDENT T-TEST FOR BLACK OFFICERS VS WHITE CFFICERS ALCNG THE QUESTIONS CQMPOSING

THE BUREAUCRACY AND RED TAPE DLMENSION

Wnen jou need help, L0 Wnat exteni can jou easily
find the proper person wro can help you?

Black Cfficers

White Officers

To what extent do you rgt have to go througn
a lot of "red ape' to gei -nings done?
Black Cfficers :
White Officers

To what extent do you understiand “ne reasons
for the long-standing rules and regulations
of this organization?

Black Cfficers

White Cfficers

155

Yo, of

Cases

56
hLTA

56
165

56
165

Mean

339
3.7

3.65
3.C4

Standard

Deviation

1.23
.87

ledi
1.07

1.1¢
.92

2-Tail
Prcraniliny

«Cu

.92

.21




APPENDIX O

STUDENT T-TEST FOR BLACK CFFICERS VS WHITE CFFICERS
THE IMPORTANCE OF ROLE MCTZILS AND MEMTCRS DIMENSICN

No. of

Cases

To what extent are role models important for

Coast Cuard Cfficers?
Black Cflicers
White Cfficers

56
166

To what exten. is it important for Coast

Guard Officers -0 have mentors?

(Menzor

refers to a trusted ccunselor Lo advise
you on matterc of importance Lo ycu.)

Black Cfficers
White Officers

56
pYY)

156

CNG THE QUESTICHS

4002
3449

4402
3445

Standard

Dev:a.ion

1.Cu

.1

CAMPCSING

2-Tail
“rebabill vy

.Co

.00




APPENDIX P

STUDENTS T-TEST FCR BLACX OFFICERS VS WHITE OFFICERS ALCNG THE QUESTICONS COMPOSING
THE CAREER ASPIRATION DIMENSION

No. of

Cases

What is the maxirum pay grade you hooe %o achieve
vefore you {irally leave :re loast Guard.

Black Officers
White Officers

7
167

What pay grade do ycu expect .o achieve before
you f{inally leave tne Coasi Tuard?

Black Cfficers
White Officers

56
167

157

=
0

5.91
5.49

6.04
5.32

Standard 2-Tail
Deviation Protabili-:
2.98 31

147 g

3.59 .16
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STUDENT T-TEST FOR BLACK GFFICERS VS WHITE CFFICERS ALCNG THE

All in all, how

APPENDIX Q

QUESTIONS COMPCSING THE SATISFACTION DIMENSICH

satistied

in your work group?

Black
White

All in all, how

supervisor?
Black
White

All in all, how

organization?
8lack
White

All in all, how
Black
White

A1l in all, how

Cfficers
Officers

sarisfied

Officers
Cfficers

satisfied

Cfficers
Cfficers

satisfied
Cfficers
Officers

satisfied

frogress you have made in

now?
Black
White

Officers
Cfficers

are

are

are

7ou with the people
you with your
you with this

you with your job?

do you feel with the
the Coast Guard up to

How satisfied do you feel with your chances for
getting anead in the Toast Cuard in the future?

Black
White

Cfficers
Ctficers

158

No, of

Cases

55
167

56
166

56
167

57
167

57
167

57
165

Mean

4,CO
Lel5

3.88
L.37

3.47
3.82

o —

Standard
Deviation

2-Tail

«84

«10

«20

.Cl

07
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APPENDIX R

STUDENT T-TEST FCR PLACKX ~FFICERC VT WHITE CF
COMPOSINS THE RELOCATION DL

FICEAN ALCHG THE JUESTICNS

.1l

Think about your FCS move .0 your present germansnt unit, tase, or 7u'; stations Fer
each item LelcW, indicaie if 1t was 3 _er.cus grotlem, somewna, of a_jr~cc s, a gl;mat

grotlsm, or noi a problem.

No, of Standard 2-Tail
Cages Mann Ceviat‘on Prebability
Ad'usting o higher cost of living
Black Cfficers 57 2,51 1.3C w8
White Officers 167 2.16 1.8 .
Moving and set.ing uf a new housenold
Black Cfficers 57 2e42 1.29 .17
White Officers 167 2,17 1.07
Paying for unreintursed coving expsnses
Black C{ficers 57 2.72 1.19 )
White Cfficers 167 2.31 1.29 *
Finding off—tu'y erployment for yourself :
Black Cfficers 57 1.18 1.7 65
wWhite Cfficers 167 1.C% 1,73 s
Finding eivilian ecployment for your spouse/
dependents
Black Cfficers 57 l.28 Yo 54 77
White Cfficers 166 134 1.5¢
Conti{ruing ycur ecucation
Black Ufficers 7 .19 1.3 o6
Wnie (fficers 166 .7 1.78 ¢
Finding permanent housing
Black Cfficers 56 24kl 142 52
White Cfficers 167 .55 1.21 ‘
Finding shopping areas
Slack Officers . 56 3.2 .30 W7
White Officers 167 b 1.07
Children adjusiing 10 new anvironment
Black Cfficers 56 loids 1.69 .25
White Cfficers 166 .76 1.7
Spouse adlusting o new enironment
Black Officers 57 1,52 1.58 co
wWhite Cfficers 166 2.35 1.ut *
Adfusting yourself to new environman.
Black Cflicers 57 J.14 1.2 .39
White Officers 166 3.29 i.10
Finding recrea‘ional facilities
Black Officers 57 3.18 L )
White Cfficers 167 3.3 .95 *
F'inan.% suitable on-case entertainment
lack Cfficers 57 1,56 i'q‘ 49
White Officers 167 1.73 v *
finding suitatle off-base entertainment
Black Off:icers 57 3.‘:8 1.15 2
White Officers 167 3.28 1.C6
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APPENDIX S

STULENT T-TEOT FOR BLACK (FFIZERD V70
CUPERVIZORY

low friendly and eaay “o apfroach {s your supervizor?
Black Cfficers 56
White Cfficers 166

To wha! extent does your supsrvisor pay attention

to what you say?
Black Cfficers 56
white Cfficers 166

To what extent i3 your =upervisor willing %o

listen to your jroblezs?
Black (fficars 56
White Off:cers 16

When things are not rcinZ 1s well as vour super-
visor expec.s, to whai exten. 13 i. easy -o .ell
hizm/her?
lack (fficers 55
wWhite (fficers 146

To what axt. 1089 FOUr SUpEPrVISOr Lry .0 wOrk cul
cenflicts witiun your work group?
Zlack Cfficers 5&
wWhite Cfficers 165

To whal exten: dces your =urervinor ancourare .he
TArLers of /CUr WOrK group .0 exchange opinions
and ideas?

Elack 56

Wnite (fficers 15
To what extent dces your supervisor ancouraxe 'he
nezbers of your work ;roup .0 worx as a .eat?

dlack Cfficers 56

White Clficers 165
To whai extent 3068 your Jupervisor siress a tean
goal?

Black Cfficers 54

Whive Cfficers 4o
To whal extent J0es your superv:sor encourass he
mezbers of your group "o sJive Lieir tesi effor.is?

Black Lfficers 56

White Cfficers 165
To what exten. does your supervisor expect. ~igh
standards of jperfortance froc ine 7embers of ycur
work grougp?

Black Cfficers 56

white Cfficers 1€4
To what ex.en. ices your supervisor help rou %o
improve your orfl

Blacw icer 55

Whiie (fficer 1A
To wha: exien. ioes rour supervisor help you plan,
organize, and scredule your work ahead of iLi-e?

Black (fficers 5¢

White Cfficers 165
To what exten’ zoes jyour supmrv:i=or offer ;ou
ideas "0 nelp solve ior-relaied yprotlems?

Black T{ficers S

white (fficers 16k

160
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3.u8
3.k2

3.93
4.09

3.11
2469

1,13
oGl

l.20
1.05

1.35

1.70
1.26

.02

1.21
1.22

97

.2

.13
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CLATK JFRISERC VDA
COMFCSING THE TRAININ

A atad

ticn adequately

1::med asa’
To what extent s 12a%.cn oLrainin
Lo accpel increisel le: L responsiollit
Llacx LIl cers
ari.e Officers
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APPENDIX U

STUDENT T-EST FCROTCP LLADERS V3 OALL CTUER CFRICID
THE MOTIVATICSN LTI

No. of
Cases

Cll HE

JUTITIONS

Zevittlon

Ll

7o what extent loes your assigned work give you pride
and feelinss of self worin?
Top Leaders .C
vher Cfficers 188

To wnat extent do ;ou rerard ;our julies in “ihls

organiza;:cn 23 nelplng reur career?
op Leecnrs 2@
Ouner Officers 28

To wna. extent did "nis orzanization provide

and/cr yeur family adequate inforrason and -

tance :o sev se.wled quickly and zerfor.ably in “ne area?
Tep Leaderc LG

Qther Cf{ficers 87

¥ repcried personnel guickl:

¥
ivities o unis crganzzacvicn?

To wna; extent arn

To what extent iz your organization effective
yeu Lo me=2't 1us needs and contrituile Lo its 57
rs

e
Tep Leade
Ciher CIZlc

7o wnat extent dees reur crganizatien do a3 zseed e of
~ s - s
a 4

meeting your nescr 1o an indivimal?
Top Lecders C
Cuher Cfficers 1e8
To wha, extent 2c you feel meiivated to con.ribute ocur
bes? fere s 0 Lhe organmizaticn's miszsicn and tasas’t
op neaders “C

Cther Cfficers 18~

To what extent are wrere ~hinfs atcut ~his orrantiza ion
(People, policies, or condivicns! +hat enccurige Icu
0 work nard?
Top Leaders «C
Cther Cfficers 18,4

To what ex’on. do people wrno worx hard receive recc,-
nition frem the crianizatien?
Tcp LeaHPrs L
Ciiher Cfficers 186
7o what extent deoes Lhls crcoanization have a real
interest in thne wollnre and morale of iis personnel?
Top readers .C
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™ T_TEST
PRI

STUD

APPENDIX V

TCr TCP '”‘DL‘” VS ALL CTHIR CFFICERS

CATIO!
P

COMPCSING THE cOIiUNIC

DIMENSICH

4 PG

ol

Al

LESTICNT

No. of Standard
Cases Xean Jeviation
To what extent is the amount of information ycu get
from other work sroups adequate Lo ~ee: your job
requiremen.s”
Top Leaders IXo} 3.25 1.Cé Lic
Other Cfficers 186 3.19 .56 o
To what exten. dees this organization do a zocd
Sob of puiting out the werd <o yeu?
Top Leaders LC 3,18 .93 Ja-
Cither Cfficers 1gc 2,2C .57
To what extent is the chain of comand (ihese atove
you) recertive <o your ideas and suggestions?
Top Leaders IR 2,75 .83 ~
Cther Cfficers 186 3.56 W32 T
Te wnat extent are & ons made in this organization
at those lewvels wnere " 20st adequate informalisn is
available?
Tcp Leaders 40 3.8 1.Ce ke
C.her Cfficers 187 3-&3 .96
To whav extent is informatlon widely ~hared in
this organization > "7at Shose wnc maxke “he
decisions nhave access .o available xnow-now?
Top Lea*ers <0 3.25 .92 12
Cther Cffice 18¢ Zen” .82 T
Wwhen decizicns are teins made, L0 what exten. are
the people affectied asked Jor wieir ideas?
Top Leaders e 2,18 z.c2 o
Cther Cfficers lgé 2,14 1.ce o
To what exten: are peorle aw nignepr levels of the
orzanization -ace aware of ine prctlers ab your
level?
Top Lea‘o"J IR 2,.0 1.Cr -
Cther (fficars 1e6 3o 1.COo e
163
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APPENDIX W

STUDENT T-7E5T FCR TCP LIADERS VS ALL OTHER CFFICERS CMN ALL QUESTIONS
COMPOSING THE GOAL EMPHACSIS DIMENSICYH

No. of Standard 2-Tail
Cases Mean Ceviacticen  Protatilizy

To what extent are work activities sensibily organized
in this organizazion?

Top Leaders 39 3.10 85 0
Other Cfficers 185 3.18 1.00 .

To whai extent does this srganization have

clearcut, reasonatle jcals and objectives

that contritute o its mission?
Top Leaders L0 3432 1.10 .75
Other Cfficers | 187 3.28 .01

To what exten: is ile work load and time avazilable

taken into consideration in ;lanning your work

group assignmenu.s”
Top Leaders L9 326 1.21 W56
Other Cfficers 185 3.0 1.C8
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APPENDIX X

STUDENT T-TEST FCR TOP LEADERS VS ALL OTHER CFFICERS CN ALL QUESTIONS
COMPOSING THE ZQUAL OPPCRTUNITY AND AFFIRMATIVE ACTICN
DIMENSICH

No, of Standard 2-Tail
Cases Yean Deviatbn Probability
To what extent do you feel free to report dis-
crimination in this orzanization through proper
channels?
Top Leaders 4l L4229 .87 .Cl
Ciher Cfficers 185 3.82 1.23
To what extent does this organization ensure
that you have equal opporiunity for advancement
in rank/grade?
Top Leaders L0 Lel2 l.02 10
Ctner Officers 186 3.83 <99 * ;
To what extent does this organization ensure “ha:c
you have equal opportuniiy for job assignment?
Top Leaders 40 3.45 1,29 .81
Other Officers 18¢ 3,60 115
7o what extent are you familiar with this
organization's grievance and redress procedure?
Top Leaders 41 3.98 <96 .01
Other Officers 186 3.51 1.22
To what extent is your chain of command (-hose
above you) willing -o take action on known
or alleged discrimination issues?
Top lLeaders 4l Lel2 .87 o
Cther Officers 176 3.78 1.00 *
To what exten. are you familjar with “his
organization's Affirmative Action Plan (AAP)?
Top Leaders 41 3.71 1.06 co
Cther Cfficers 184 3.03 1.34 ‘
To what extent are you familiar with Equal
Employment Opportunity Programs (EECP) of this
organization?
Top Leaders Lo 3.7¢ .86 .00
QOther Cfficers 186 3.19 1.28




APPENDIX Y

STUDENT T-TEST FOR TCP LZADERS VT CTHIR CFRICERS CN ALL QUESTICNS ¢
THE FAIR AND EQUITAZLE TREATENT DLIENS

To what extent Jo peorle who werk hard recelve
recogniticn from the orgznization?

Top Leaders

Other Officers

To what extent dees your latest performance
evaluation reflect ;our zc.umal Job evaluation?
Top Leaders
(ther Officers

To what exien. is discipline adminiziered fairly
throughcu. tiis organiza ion?

Top Leaders

COther Cfficers

cers
Other Cfflicers

To wha: extent d¢ pecple in :3is organization
discourage favoritizm?

Top Leaders

Cther Cfficers

166

ol

G

P

CSING

No. of Standard 2-Tail

Cases Mean Jeviation Probapilivy
IR 2,06 .G

186 2,94 1.15 L

P

183

N

183

“

181

37

.80
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APPENDIX 2

STUDENT T-TEST FOR TOP LEADERS V3 ALL CTHER CFFICERS CN THE QUESTICNS
COMPOSING THES BUREAUCRACY AND RED TAFE DIMENSION

No. of Standard 2-Tail
Cases Mean Deviation Prcbability

When you need nelp, =0 whal extent can you easily
find the proper perscn wnc can help you?

Top Leaders &1 4,00 67 .01
Oher Officers 185 3,63 1.04

To what exten- do you no: have to go ‘hrough a

lot of Mred tape' o get Hings done?
Top Leaders 41 3.02 1,17 .86
Other Cfficers 186 3,06 1.07

To wha® exten® do you unders.and the reasons for the
long-standing rules and regulations of tnis

organization?
Top Leaders 41 3.76 #92 &0
Other Officers 186 3.67 1.02 *
167
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APPENDIX AA

STUDENT T-TEST FOR TOP LEADERS VS OTHER OFFICERS ON QUESTIONS CCMPOSING
THE CAREER ASPIRATICN DIMENSICN

No, of Standard 2-Tail
Cases Mean Deviation  Protability
What is the maximum pay grade you hope to achieve
before you {inally leave the Coast Guard?
Top Leaders 41 6.07 65 cC
Other Officers 189 5047 2.15 *
What pay grade do you expect to achieve tefore
you finally leave the Coast Guard?
TOP Leaders 41 5085 .53 .CC
Other Officers 188 5429 2.42
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APPENDIX BB

STUDENT T-TEST FCR TOP LEADERS VS COTHER COFFICERS ON QUESTICNS CQMPCSING

THE SATISFACTICN DIMENSICN

No. of
Cases
All in all, how satisfied are you with the people
in your work groug?
Top lLeaders Ll
Other Cfficers 187
All in all, how satisfied are you with your
supagrvisor?
Top Leaders : 41
Other Officers 187
All in all, how satisfied are you with this
organization?
Top Leaders 41
Other 6fficers 188
All in all, how satisfied are you with your job?
Top Leaders 41
Other Officers 189

All in all, how satisfied doc you feel with the progress
you have made in the Coast Cuard up to now?
Top Leaders 41
Other Officers 189

How satisfied do you feel with your chances for
getting ahead in the Coast Guard in the future?
Top Leaders L0
Cther Officers 188

169

Mean

Standard

Deviation

2~-Tail
Probability

17

.04

.15
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APPENDIX CC

STUDENT T-TEST FCR TCP LIALERS V3 OTHER CFFICTRS (M JUECSTICNS CCMPOSING
THE RELCCATION DIMENCICN

10. Think about your PCS rnove to your presen: permanent unii, base, or cuty station.
item velow, indicate if it was a gerious rroblem, somewha. of a problem, a slizh:
or not a problen.

No. of Standard 2-Tail
Cases Mean Deviation Probabili--

A. Adjusting to higher cost of living
Top Leaders 4l 2.C2 l.24 21
Ciher Cfficers 189 2,30 1.40

B, Meving and setting up a new household
‘op Leaders u1 1.90 «89 .02
Other Cfficers 1€9 2,29 1.l

C. Paying fcr unreirmbursed moving expenses
Top Leaders 41 2,15 1.17 13
Cther Cfficers 189 2.47 1.29 *

D. Finding ofl-duty employment for yourselif
Tor Leaders L1 1.05 1.76 .92
Cther Cfficers 189 l.c8 1.72

B, Findinz civilian employrent for your spouse/dependents
Top Leaders 4l 1,30 1.53 01
Cther Cfficers 188 1.32 1.57 o

F. Contimuing yeour educa:.cn
Top Leaders L1 1.51 1.85 .16
Other Cfficers 188 1.96 1.7C

G. Finding permarent rousing
Top Leaders 41 2.54 1.34 -]
Other Cfficers 188 2..8 1.35

H, Finding snopping areas
Top Leaders 41 324 1.15 .62
Clher Cfficers 188 3edids 1.22

I. Children adjusting ‘o new environment L
Top Leaders 41 2.63 1.24 02
Cther Officers 188 1.57 1.78 *

J. Spouse adjusting Lo new environment
Top Leaders 41 2,63 l.24 01
Other Officers 188 2.02 l.58 ¢

K. Adjusting jyourself “o new envirornment
Top Leaders 41 3.22 1.24 .8
Other Cf.icers 188 325 1.08

L. Finding recreational facilities
Top ieaders R 4Ll 3.4 1,02 n B
Qther C{ficers 189 3.35 1.00 *

M, Finding suitable on-base entertainment ]
Top leaders 41 1.22 1,64
Other Cfficers 189 1.78 1.68 +11

N. Finding suitatle off-hase entertainment
Top Leaders Ll 3.34 1.06 54
Other Cfficers 189 2,23 1.09
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APPENDIX DD

STUDENT T-TEST PCR TCP LEADERS VS 2TWER CFF
THE SUPTRVICCRY I._.AL""'”""’ Z)"C.!wa

L

PROP o)

No, of
Cases

How friendly and easy to approach is your supervisor?

To what
Lo what

.0 what
te rour

When tn
expects

To wnat

conflict

To what
members
ideas?

To what
merbers

To wnat

To what
members

7o what

To wha>
improve

To wha.

orgrnize, anl scnc

to help col

Top Leaders
Cther Officers

extent does your supervisor pay altention
you say?

Top Leaders

Other C{ficers

ex.ent L5 ycur supervisor willing to list
groolems?

Top Leaders

Other Cfficers

Top Leaders

Ll
187

ings are no. going as well as your sugerviscr
10 wnat extent is it easy o .ell n:m/*er.

L3
Cther Cfficers 186
extent does yOUr superviscr .ry L0 work oul
s within your work group?
Top lLeaders 40
Other Cflicers a7
X en. dces rour surervisor ercourage 'he
£ your work sSroup L0 exciange cpinions an:
Top Leaders L0
Ciher Cff_.cers 187
extent dcCS OUr superviscr encourage -Lhe
of your word Srcup Lo wWork s a -eam?

Top lLeaders «C
Ctrer Cflicers 187
extent oes jyour superviscr s’ ress a teodt Joal?

Top Leaders Wl
Cther Cfflicers 187
AXteni Ices JOUr supervisar enccurarge Loz
of your 3roup to give tneir best efforus?
™ s .
Top leaders IR
O.her Cfficers 187
extent deoes your supervisor expec'. n1gh
standard of perfcr~ance frem the vemegers of yeur wor
Top Leaders “
Cther Cf{flicers 187
ex.ent does your supervisor help you ‘o
yeur perforrance?
Top Leaders Ll
Cther Cfficers 1eé
extent jons your supervisor help "ou ,Ldn,
le jour work anead o™
op leader 40
Cltrer Cfricers 185
7o what exien. dres your rupervisor offer yvou ideas
ve ‘ob-relaied probvlerms?
Tep Leaders 4.0
Ouher (fficers 186

et

Mean

Le27

“el3
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APPENDIX EE

STUDENT T-TEST FOR TOP LEADERS V3 OTHER CFFICEZRS ON QUESTIONS COMPOSING
THE TRAINING DIMENSICH

No, of Standard 2-Tail
Cases Mean Deviation Frcbabilivy
To what extent is <his organization adequately
training you -o perform your assign task?
Top Leaders L 2,52 1.28 ce
Other Officers 187 2,93 1.31 *
To what extent is this organization *raining yecu
to accept increased leadership respensibility?
Top Leaders L1 2.80 1.31 28
Other Cfficers 187 3.C01 .26 i
To what extent is this orzanization iraining jou
to accep. increased technical respensicility?
Top Leaders 41 2.ul 1.22 oL
Other Cfficers 187 2.88 1.29 '
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APPENDIX FF

STUDENT T-TEST FCR BLACK CFFICFRC VS TCP LEADERS ON QUESTICHS COMPOS

MOTIVATICN DIMENSICHN

Mo, of
Cases

To what exuvent does your assizned work give ycu pride
and feelings of self worih?
Black Officers 5S¢
Top Leaders 40

To what extent do ycu regsard your duties in this
organization as helring your career?
Black Officers 56
Top Leaders 39

To wna: extent did this orzaniza.ion provide you

and/or your family adequate informalion and assistance
to get settled quickly and comfcriably in the area’

Black Cfficers 56

Top Leaders L0
To wnat extent are newly reported rersonnel guickly
integrated into wne zciivities ¢f inis organizaticn?

Black Cfficers Se

Top Leaders 4C
To wnat extent is your orgenization effeciive in
getiing you -0 Teet I%s needs ani ccalritule to Iis
effectiveness?

Black Officers 56

Top Leaders LC
To what extent deces your orzanization do a goed
Sob of meeting your needs s an inzividual?

Black Cfficers 56

Top Leaders MY
7o what extent do rcu feel wotivailad 0 coniriktu.e
your best efforws Lo ihe crganizai:on's massion
and task?

Black Ctiicers 55

Top Leaders L0
To wha. extent are there .nings atoul inis
orcanizition (fpeogple, poiicies, or condiiions) wnat
encourage you -0 wOrk nara?

Black Officers 56

Tep Leaders 40
To wnat extent do people wno work ~ard receive
recognition from the organization?

Black Off'icers 55

Top lLeaders 40
Jo what extent 1oes -“his orranization have 2 real
interest in une welfare ang’sorale of its personnel?

Black Cfficers LY

White Oflicers 40
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APPENDIX GG

STUDENT 7-TEST FOR SLACK CFFICERS VS ICP LEALERS CN THE QUESTIONS CQMPCSING
THE CCMMUNICATION DIMENSICH

No. of tandard 2-Tail
Cases Mean Deviation Prebatility
To wnat extent is the amcunt of int'ormation you get
from other work groups adeguatie Lo meel your job
requiremencs?
Black Cfficers 56 3.05 .88 3,
Top Leaders L0 3.25 1.06 o
To what extent does this organization do a good
Jjob of putiing out the word to ycu?
Black Cfflicers 56 3.2 1.C2 Jau
Top Leaders 40 3,18 .93
To wnat ex%tent is ine chain cf command (tnose
above you) receplive 10 your iieas and suggesvions?
Black Cfficers 55 3.45 .92 11
Top Leaders 0 3,75 .93 T
To wnat extent are decisions mzce in this organization
at those levels wnere w.ne most 2adeguate 1nformantion
is availaole?
Black Cfficers 96 3.30 .97 e
Top Leaders 40 3.18 1.C6 h
To wnat extent is information wice.y snared in this
organization c£o that wnosze wno -2ke ine decisions
have access to availaole <ncw-ncw?
Black Cf{ficers 56 3.32 1.C1 7
Top Leaders 40 3425 .92 *
when decisions are beling made, o whal extent are
the people al'fecizd asked for their ideas?
lack Cfficers 55 2.98 .1> el
Top Leaders 40 3.18 l.c8
To wnat extent are zeople at nigher levels ot ihe
organization made aware ol the rrovlems at your
level?
Black Officers 55 3.58 .Sl .36
Top Leaders 40 340 1.Ch o
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APPENDIX HH

STUDENT T-TEST FOR ELACK CFFICERS VS TOP LEADERS CN ALL QUESTICHNS COMPCSING
THE GCAL RMPHASIS DIMENSION

e ™

No. of Standard 2-Tail
Cases Mean Deviaticn Frcbac:liwy
To what extent are work activities sensibily
organized in inis crganization?
Black Officers 54 2,89 1.02 28
Top Leaders 39 3.10 .85 T

To what extent doces -his organization have clearcut,

reasonable goals and objeciives Lhatl coniritute Lo

its mission?
Black Ctficers 56 3.16 1.c8 o
Top Leaders 40 3.32 1,10

To what extent is the work lcad and time available

taken in-o consideration in planning your work

group assignments?
Black Cfficers 54 2.1 1.1
Top Leaders 39 3.26 1
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APPINDIX 1I
STUDENT T-TEST FOR 3LACK CFFICERS VS TCP LFADERS TN ALL JUZETICHS

THE EQUAL OPPCRTUNITY

To what extent do you feel free o repor. dis-
~his organization through proper

crimination in
channels?

Black Officers
Top Leaders

To what extent

does th

is organization ensure

that you nave equal opportunity for advancement

in rank/grade?

Black Cfficers
Top Leaders

To wnat extent does this organization ensure
that ycu nave equal opperiunity fer job

assignzent?

Black Cff

Top Leaders

icers

To what extent are you familiar with this organiza-
tion's grievance and redress grocecure?
Black Cfficers
Top Leacers

To wna. exten. i3 your chain of command (:in

above you) willing -0 take aciiun on xnown or

alleged discri

imination

issues?

Black Cfficers
Top lLeaders

To what exten:t

ire you

familiar with

tion's Affirmative Action Plan (AAP)?
Black Officers
Top Leaders

To wnat extent

are jou

Employment Cpporiunity

organization?

familiar wizh Zqual

Programs (ZECP) of -nis

Black Ofticers
Top Leaders

COMPQIING
AND AFFIRMATIVE ACTICH
DIMENSICH

No. of Stardard 2-Tail
Cases Mean leviz'ion Prorozoli
36 3.62 1.2 oL
Ll Le29 27

55 3.55 1.7 o
L0 GelZ2 L.C2

55 3.2y LelY W1
40 3.65 ]

56 3,62 l.25 .
Ll 2.98 .70 fe

10se
53 3.51 l.i2 c
Ll Lel2 .87 -t
nis crganiza-

54 2.C¢ l.22 o1
at 3,70 Z.Co .
56 3.&5 l-:- .::
40 3.7 .Gt
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APPENDIX JJ

STUDENT T-TEST FCR S5LACK CFRICIRS VS TCP LEADE:RS O ALL JUTITIONS SQUPCills
THE FAIR AND EQUITABLI SINENSICH

Cases Mean Deviation Spozanit ity

To what exwent 1o people wno werk nard receive
-

recognition frem ine orpanization?
3lack ©

4)

Cffizers 25 3.22 iel

Top Leaders .C 3.C9 $3E
To wnat extent Joes your latas. perforrmiance
evaluation reflect our actual ‘¢ evaluation?
Black Cfficers 53 3.2 1425 -
Top Leaders 2e Jeu2 1.2
To waan ex.ent is 3:izcipline administered {alrly
nroughcut this orrsanization?
Blaewr (ffizers 53 3. leal .
™~ > -~ - -~ .o
Jop Leaders .C 3,22 .
SL 3¢
s [
e Z.38 *
To wnai axtent de peorle In unis crganizaticn
iisccurage faveriz:t
black Lfticers 23 2,54 1.6
- - - . PO ’»—
.op Leaders -l 2.439 L.l7




APPENDIX KK

STUDENT T-TEST FCR ZLACKX CFFICERS 7S TCP LEADZRS ON ALL QUESTICNS CQvPCCI!™
THE BUREAUCEALY AND RED TAPE DIENZICN

No, of Standard 2-Tail
Cases dean Deviaiion Prozariliiy
when you need help, 0 wnal extent can 'ou easily
find the proper person wrnc can help you?
Blacx Cfficers 55 3.38 l.24 e
Top Leaders 4l 4.0C NS
To wnat extent 40 you noti have 0 go througn a
lot of "red lape' %o get things dene?
Black Cfficers 55 2.65 1.l .3C
Top Leaders 41 2.02 1.17

To wha> extent do you undersiand <he reascns for
the long-standing miles ani regulaticns of this
-rganizaticn?
Black Cfficers 55
Top Leaders 4
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APPENDIX LL

STUDENT T-TEST FCR BLACK CFFICERS VS TCP LIADERS FC2 ALL UE3TICNES CCIPCSING
THE IMPCRTANCE CF RCLE MODELS AND MENTCRS CINIMSICH
No. of Standard 2-Tail
Cases Mean Deviaticn Srebagilisy
To what extent are role models important for
Coast Guard Cfficers?
Black C{ficers 55 4,C2 1.C4 .Cl
Top Leaders L1 2ol 1.1C
To what extent is it important for Coast
Guard Cfficers to have mentors? (l‘entor refers
L0 a trusted counselor to advise ycu on malters
of importance o you.)
Black Cfficers 5 LoC2 1.1C e

Top Leaders L 2.15 1.27




APPENDIX MM

STUDENT T-TEST FCR BLACK CFF
THE CAREZR A

| Cases ean 2w '3 icn  ire b
vwhat is the maximum pay grade ou Lcrs 10 achinzve
pefore you [inally leave e Coas. Suard?

| Blacik Cfficers 5 WL R

t Top Leaders 41 b

What par grade do Jou exyec. to acnlieve before

you finally leave <ne Ccast Zuara?
Black Cfficers - 55 A
Top Leacers 4l 5.

vl
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APPENDIX NN

STUDENT T-TEST FCR BLACYK CPFICERS V3 TOP LFADERS CN ALL QUESTICNS
COMPOSING THE SATISFACTICN DIMENSICN

No, of Standard 2-Tail
Cases Mean Devia-.ion Probazilivy
All in all, how satisfied are you with the people
in your work group?
Black Cfficers 54 LlCC «95 .13
Top lLeaders 41 4,27 «7h
All in all, how savisfied are you with your 1
supervisor?
Black Cfficers 55 3.91 1,12 )
Top Leaders L1 2.97 1.1 o
All in all, how savisfied are you with this
organization? :
Black Officers 55 ERYRA .15 c2
Top Leaders Ll 3.95 £92 ‘
All in all, how satisfied are you with ycur jolL?
Black Cfficers 56 3.66 l.22 .7
Top Leaders 41 4410 1.09
All in all, how satisfied do you feel with the
progress you have made in the Coast Guard up to
now?
Black Officers 56 3.88 124 co
Top Leaders I8 L.68 o7 *

How satisfied do you feel with your chances for getting
ahead in the Coast Guard in the fuiure?

Black Cfficers 56 .46 1.29 JC7
Top leaders 40 3.50 1.C3
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problem, or nci a prectlem.

Biack Cfficers
Top Leaders

Black Cfficers
Top Leaders

Black Cfficers
Top Leaders

Black Cfficers
Top Leaders

He Finding shopping areas
flaexk Cfficer
Top Leaders

Black Off.cers
Top leaders

Je  Spcuse adjustine
Black Cffy
Top Leaders

ne L0 new environrent
ficers

APPENDIX OO

10. Think about your rCS move -0 yomur rresent permanent unit,
each iiem belcw, inaicate il it was a serious crotilem,

ha

ca

STUDENT T-TEST FOR BLACK CFFICIZRS VS TCP LZADERS CN ALL QUESTICHS JCHPCS
THE RELOCATICH DIMENSICN

e, or duty sta.ion.

G

scmewnas of 1 croplem, a il

No. of
Cases

A, Adjusiing to higher cost of living

8. lMoving and setting up a new household

C. Paying for urnreirtursed moving expenses

O. Finding of{—duty 2mployren. Jor yoursell

2. Finding civilian employment for your
Spouse/::pen:ehls
Black C{ficers 56
lop leaders 41
T, Continu:ing your educa-:cn
Block Cffizars 56
Tcp Leaders Wl
G. Finding permanen; nousing
Flack Criicers 55
Top Leaders L1

Ze lhildren adlusiin~ 10 new anvircnrent

f Ko Adjus~ing yeurself o rew environmen.

Black Cfficers
Top Leaders

L. Finding recreational facilit
Black C[ficers
Top Leaders

M, Finding wuit

i

ies

bla on-tare 2ntertainment

Yean

2.8
2.0¢

2.2
1.6C

LS

oty

[
.

O A
O

Standard
Devia‘ icn

1,26
1.2-

1.2C

.22

1.5,
1.02

1.5C

W2

e
DA

e
0

.
N

.20

.CC

70

Flack Offizers .
Top weaders Wl 2 l.fa 54
N, Finding -u.table 2ff-hase entertainrent
Alack Ufficars £6 3.1m 1.
N - W43
op Leaders 4Ll 3. 1.0f
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APPENDIX PP

STUDENT T-TEIT FCR BLACK (FFICEAS VS 7CP LMANTR

CHOALL UFITICNS COFCSING

THE SUFERVISORY LEADILCHIP DIMANOICN
No. of Standard 2-7ail
How friendly ard easy ‘o apprcach is your supervisor?
Elack Cfficers 55 4412 1.17 .51
Top Lcaders 4l Le27 «90
To what extent 'ioes your supervisor pay altention
to what you say?
Black Cfficers 55 3.76 1.19 .56
Top Leaders 41 3.90 1.1
To what extent i3 your supervisor willing to
listen to your problems?
Black Cfficers 55 3.96 1.25 96
Top Leaders 4l 3.55 l.12 °
When “hings are nol foing as well as your muperviscr
expects, Lo what exieni :s it easy :o %ell n:z/her?
BPlack Cfficers Sé 3.76 1.20 53
Top Leaders 41 3.50 1.02 ‘
To what extrri l0e% Four supervisor LTy L0 work out
confiicis within your work yroup?
Elack (ff:icers 55 3.35 1,25 .67
Top lLeaders 40 .22 14l
To wral exiunt does YOUP surerv!scr encourase Lne
Re-Lers of your work {rfoup .0 excrange opinions ana
ideas?
Black (fficers 55 3.2 1.3. 22
Top Leadecrs 40 Jeés .2
To what exien' 40es our supervisor encourage .he
zembers of .cur work ;Sroup .0 worx as a Leam?
Flack Cfficers 55 3.29 1.34 1
Top iLeaders 40 3..0 l.ub o
To what exten. 3003 yOUr supervisor stress a leam
goal?
Black Cflicers 55 3.16 l.32 57
Top lLeaders 4l 3.32 131 *
To what exten. l0es yocur supervisor encourase “he
members of ycur Sroup Lo give their best effor.s?
Black Lfficers 55 ei? .27 76
Top lLcaders L0 3.55 1,13
To what extent joey your supervisor expect high
stanijards of performance from the membters of your
work group?
Rlack Cflicers 55 3.93 1.03 .09
Tup Leaders Ll bGedl 7
o what extent does rour supervisor help you o
improve your perlcrrmance?
Black Cfficers S .09 1,22 72
Top Leaders Al 3.C0 el
To what extent Joss your supervisor help rou plan,
organize, ani schedule your work aresd of time?
& ’ Flacwk ("fficer: sS4 2uub 1..9 .17
; A N
Top i.eacers L0 2412 l.16
To what exter. ices your wupervisor offer you ideas
©0 help scl ~  ~r-relitei prozlems?
flack v flicers S4u 3.":0 1._2",' .06
Tcp Leaders uC 2,70 1.2¢
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APPENDIX QQ

To what extent is this organization adequately
training ycu to perfcrm your assigned task?
Black Crficers
Top Leaders

To wnat exten% is -his organizaiion iraining you
to accep increased leadership responsibility?
Black Cfficers
Top Leaders

To what extent is this organization training you
to accept increased technical resgcnsibility?
Black Officers
Top Leaders

STUDENT T-TEST FCR BLACK CFFICERS VS TCP LZADERS CH ALL QUESTIONS COMPOSING
THE TRAINING DIMENSION

No. of Standard 2-Tail
Cases Yean Deviation Probakbilivy
55 2.89 1..C .15

L0 2.52 1.28 ’

55 2.89 1.54 7

L1 2.80 1.71

55 2,87 1.21 27

41 2,44 1.23 -




APPENDIX RR

STUDENT T-TEST FCR TCP LIADERS VS OTHER CFFICERS CHN 2UESTIONS COPOSING
bl

THE IMPCRTANCE OF RCLE MCDZL3 ALD

No, of
Cases

rean

VENTCRS TIMENSIQN

Standard
Deviation

2-Tail
Probability

To what exten®. are role models important for
Coast Guard Cfficers?

Top Leaders

Other Cfficers

To what extent is it important for Coast Guard
Officers to have meniors? (Mentor refers to a
trusted counselor -0 advise you on matters of
importance tc you.)

Top Leaders

Cther Officers
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